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1.0 [bookmark: _Toc456901515][bookmark: _Toc107180304]Introduction 

The first part of this report will critically assess leadership and management, it will look at the differences and similarities and how organisations see them, are they 2 different positions or are they one of the same? The report will explain what Leadership theories are, explaining Adair’s Action- centred Leadership model and Hersey- Blanchard Situational Leadership model and how they work and why. The second part of this report will evaluate Leadership styles and the ability to use them in different circumstances. Starting with what leadership styles are, According to Kippenberger, (2002) leadership styles are mirrored in a leader’s attitude and behaviour. And how to identify personal leadership styles using questionnaires such as (Mind Tools, 2021) and Hersey- Blanchard Situational Leadership self-assessment. Student A completed both questionnaire and results can be found in Appendix A and Appendix B. The final part of the report will assess Student A’s ability to set direction, motivate, delegate, and empower others to bring about a workplace change.

[bookmark: _Toc107180305]2.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance     
To understand Leadership theories and models, one must start with defining what a leader and a manger is, and what their roles are. Many mistake them for being 2 distinct roles instead of being one of the same. Leadership theories are important to most organizations, understanding what they are and how to use them can be beneficial to both the leader and organization. Adair’s Action-Centred Leadership and Hersey- Blanchard Situational Leadership are two popular leadership models that can have a successful impact on an organization.
2.1 [bookmark: _Toc107180306]What is a Manager and Leader? 

“Leadership is the quality that sets great managers apart from good ones,”
(Azad et al., 2017)
[bookmark: _Toc456901517]Managers and leaders within an organisation have a very important role to play, a manager can be described as a decision maker, problem solver and someone who steers the team towards the organisation’s goals. A leader can be described as someone who motivates and inspires others and coaches’ others to work towards achieving the organisational goals. There’s still an ongoing debate among academics and researchers regarding managers and leaders, some believe they are separate roles, while some believe they are synonymous. Azad et al., (2017) said that in both the academic world and organisations that are high performing, managing and leading are the same. They concluded that an organisation can’t have effective leadership without the blend of both a leader and manger, as each possess the same abilities as the other. Meaning a manager and leader are synonymous, and that organisations recognises that both a manager and a leader as the same role. Postuła & Majczyk (2018) paper concluded that differences were found between managers and leaders, managers apply and enforce organisational goals, while leaders were free to create new ideas for organisational development. They found that Leaders dealt with the issues that arose during implementation of goals which can be seen as more important than a manager’s job of solving everyday problems. This view sees a Manager and Leader as two separate roles, managers are seen to be ridged in keeping to the organisational goals and problem-solving everyday issues, where as a Leader is seen as someone who can be free with creative ideas to push the organisation forward. Prevodnik & Biloslavo, (2009) said that managers and leaders in an organisation are different, but also alike. They wrote that during an organisation’s life cycle the need for either a manager or leader change to match the needs of the time, but to keep stability within an organisation both a manager and leader are needed. Again, this views managers and leaders as separate roles, but they also recognise the skillset of each and how useful they can be to an organisation, to help keep balance and keep moving forward the use for both a leader and a manager is essential. Toor & Ofori, (2008) concluded that organisations need managers with leadership skills and leaders with managerial skills. They said it’s important for organisations to have plans in place to develop their managers into successful leaders, enabling these managers to be able to execute a leadership role. And because of this leadership development should be part of an organisation’s goals, as a way of getting ahead of the competition. This suggests that organisations should be proactive in developing their managers and potential managers in leadership, an organisation can benefit from this in many ways, for example leadership can affect the bottom line, having a strong leadership culture can create a well-run organisation, where morale is high which will in turn increase productivity. 


Leaders Vs Managers
· Leaders create a vision - Leaders inspire and engage the team, turning the vision into reality
· Managers create goals -Managers focus on setting goals, measuring, and achieving said goals.
· Leaders are change agents - Leaders accept change, and even when things are working, they are looking for the best way forward.
· Managers maintain the status quo - Managers know what works and will use them, refining these systems, structures, and processes to improve them.
· Leaders are unique - Leaders are self-aware and are willing to be themselves. 
· Managers copy – Managers imitate the capabilities and behaviours they learn from their peers and mimic their leadership styles instead of creating their own.
· Leaders take risks - Leaders are willing and able to try new things. Even if they fail, they learn from that failure to get back on track.
· Managers control risk - Managers work to minimize risk. They try to avoid problems or control issues rather than accepting them.
Sourced from (Arruda, 2016)

2.2 [bookmark: _Toc107180307]What are Leadership Theories?
[image: Diagram

Description automatically generated]
Sourced form (Cherry, 2019)

Leadership theories are descriptions of how and why individuals become leaders. The theories explain the characteristics and the behaviours that individuals can endorse to improve their own leadership skills.
1. Management Theories – Focus on role of supervision, organization, and uses rewards and punishments. ​
2. Relationship Theories – Also called “transformational leadership;” Focus on motivating and inspiring followers.​
3. Great Man Theories – Leaders are born, not made.​
4. Trait Theories – Certain traits make people better leaders, e.g., assertiveness, intelligence.
Reference ABOVE slides

Horner, (1997) said that Leadership is commonly defined by the traits, qualities, and behaviours of a leader. Implying that certain characteristics and qualities define what a good leader should have. (Antonakis & House, 2014) said that leadership is important for motivating employees and assembling resources towards the achievement of the organization's goals, they said it is also necessary for organizational change and performance. They found that Studies show leadership is important to countries, organizations, and teams. This shows how the leadership role is important to the world in general, having strong leaders who understand their role and their team can enable them to get the results required while improving everyone’s development.


2.3 [bookmark: _Toc107180308]What are leadership models
Leadership models are theories and ideas on how to become an effective leader or a better leader. (Trastek et al., 2014) wrote a study about leadership within the health care sector, they concluded that models of leadership will change depending on the circumstances at the time, and in real time leaders will use a mix of leadership models to suit the situation. This study shows that leaders are willing to adapt and change their leadership style to meet the needs of their team and organization. (Avery & Ryan, 2002) study on how managers use situational Leadership within Australian workplace culture. They found that managers liked to use this model because it provides structure for managing employees, such as relevance, instinct, and judgement. They concluded that managers like the model because of how easy it is to understand and follow and because of its relevance to their role. This study shows that an organization can work with using just one leadership style. Situational leadership was used because of the simplicity and adaptability. These studies show that there is no right or wrong way to use leadership models, each leader has their own style of leading just as team members have their own way of learning.


[bookmark: _Toc107180309]2.3a Adair’s Action Centred Leadership
[image: Diagram
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Sourced From (Kaplan Financial Limited, 2012)
Action Centred Leadership Model was designed and published by John Adair in 1973. The model spotlights the fundamental actions that you must take to effectively lead your team. The model is easy to use, can be used at any level and in any industry, it involves, taking action and leading by example. Adair claims that leaders are responsible for three functions that are represented by the three circles that overlap.
· Achieve the task
· Build and maintain the team
· Develop the individual
The reason the three circles overlap is because they are dependent on one another. An individual requires a task, a task requires a team, and the team will only achieve the task if the individuals are at full capacity personally and professionally.
Sourced from (Northamptonshire Chamber, 2022)
(Braun et al., 2012) concluded that Adair’s Action-Centred Leadership can have an effective impact on team members and a project team environment. The environment the team works in encourages the team to talk to each other, which provides a platform for collaboration and self-learning. Meaning that Adair’s model has a positive influence on the individual team members and the team. Ensuring the environment is a happy, healthy, and functional, gives the individuals and team confidence to communicate more effectively, which can be a beneficial to both organisation and individual. (Odhiambo, 2014) said that the Adair model can be a helpful tool when thinking about effective leadership and what it means in connection to being a leader. The leader executes the functions and shows the behaviours portrayed by the three circles. This shows the model can be used as a development tool for leaders to improve on their own skills and knowledge. They believe an effective leader will be able to follow the model in order; Task, Team and individual and be able to adapt at each section.



[bookmark: _Toc107180310]2.3b Hersey- Blanchard Situational Leadership Theory 
[image: Hersey-Blanchard Model]
[image: Hersey-Blanchard Model - Four Groups of Followers]
Sourced from (Corporate Finance Institute, 2015)
The Hersey-Blanchard Model was designed by Paul Hersey and Ken Blanchard in the late 1960’s, the model proposes that no sole leadership style is better than any other, and leaders adapt their styles to fit the individual team members ability and willingness to work. The model's leadership styles are directly related to the different maturity levels of followers or employees
The model uses a diagram to categorize employees (also known as ‘Followers’) based on their knowledge and experience. 
· Unable and Unwilling (D1) – Employees are unable to finish their work because they don’t have the necessary skills, they lack motivation and confidence in themselves.
· Unable and unwilling (D2) – Employees are unable to finish their work, typically due to limited skills and lack of experience. Yet they are willing to give it a try. It shows employees are willing but don’t have the correct knowledge and experience.
· Able and Unwilling (D3) – Employees have the knowledge and experience to complete their task but are unwilling to. It can be chalked up to no confidence in their own skills or no motivation to follow their leader.
· Able and Willing (D4) – Employees have the skills, knowledge, experience, and confidence to complete their work successfully, and take responsibility for the work they competed.
Sourced from (Corporate Finance Institute, 2015)
Hersey and Blanchard’s model has four types of leadership styles. The styles are based on tasks and relationships that leaders participate in, in the workplace. The following are styles of leadership managers can use.
· Delegating style: Is a low-task, low-relationship style. The leader will allow the team to take responsibility for task decisions. This style is best used with high maturity employee/followers.
· Participating style: Is a low-task, high-relationship style that highlights the sharing of ideas and decisions. Leaders can use this style with moderate followers who are knowledgeable and experienced but doesn’t have the confidence to complete the tasks assigned.
· Selling style: Is a high-task, high-relationship style in which the leader attempts to sell their ideas to the team. Explaining task directions in an effective way. Leaders use this style with moderate followers. Different from the previous style, these employees have the ability and confidence, they but are unwilling to do the job.
· Telling style: Is a high-task, low-relationship style. The leader gives direct and clear directions and oversees the work closely. This style is for low maturity followers.
Hersey and Blanchard’s model suggests no single leadership style is better than another. Leader’s must adjust and adapt their style to fit those the lead. The model proposes successful Leadership is both task-relevant and relationship-relevant. (Tortorella & Fogliatto, 2017) said that situational leadership gives means to effectively change a leader’s working style, through strong communication and cooperation to increase productivity. This implies that having strong relationships with your team enables them to feel confident which opens a line of communication and support. However (Thompson & Vecchio, 2009) study found several criticisms with the situational leadership theory, one criticism is the uncertainty around the speculative definition of employee development level, another is its lack of clear empirical support. (Thompson & Glasø, 2015) Study on ambiguity surrounding "follower competence and commitment" found that individual relationships may happen quickly, with employee’s gaining confidence and knowledge in completing tasks within a few short months. Leaders should be mindful of this and be careful to changes in their employees and adapt accordingly by developing their efforts to choose the best and most effective leadership style. This shows that leaders following the situational leadership style create good relationships with their employees, however if this is not monitored issues can arise. A leader must be aware of their employee’s development and always stay on top, if an employee surpasses all expectations and its not noticed by the leader, the organization may lose a potential future leader.
 The next part of this report will look at leadership styles and how to identify them.
[bookmark: _Toc107180311]3.0 Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role        
There are many leadership styles available that leaders may identify with, being able to identify an individual’s own leadership style can help them in their professional development. Student A and student B completed two Leadership style questionnaires found on the internet, neither knew what type of style they had, and both found completing them beneficial to their roles.
[bookmark: _Toc107180312]3.1 What are leadership styles
[image: Leadership Styles]
Sourced from (Indeed Editorial Team, 2021)
Leadership styles are a leaders’ approach of putting plans in action, helping with direction and motivating team members towards the organisational goals. Yahaya & Ebrahim, (2016) said that leaderships styles have been an important subject in the development of management, with leadership style being a influence on team members within an organisation. Some examples of Leaderships styles are below.
· Coach – Can recognise the strengths and weaknesses of their team and help them set goals while giving them constant feedback.
· Visionary – will lead by inspiring and giving confidence to their team.
· Servant – will help their team feel fulfilled
· Autocratic or Authoritarian – will focus on results, with little or no input from their team.
· [bookmark: _Hlk107179817]Laissez- faire or hands off – will delegate all tasks to their team with giving support.
· Democratic – will take their teams input before making decisions
· Pacesetter – will focus on performance while setting high standards for their team.
· Transformational – is like the coaching style, gives clear information, sets goals, and motivates their team.
· Transactional – will have focus on performance like the pacesetter style, using incentives to help achieve their goals.
Sourced from (Indeed Editorial Team, 2021b) and (Indeed Editorial Team, 2021)
(Kanika et al., 2018) said that leadership is a social effect where a leader gains the trust and engagement of their team to enable them to reach organisational goals, meaning the actions of leaders within an organisation can make an impact on relationships with their employees which can improve morale, productivity, and revenue. (Hassi, 2018) study found that employee job satisfaction, commitment, and organisational citizenship behaviour was only influenced by the transformational leadership style. The study also indicates that personality and intellectual stimulation (transformational Leadership) and contingent reward and only involving managers on specific issues (transactional Leadership) did not submit notable results. Meaning that employees were influenced by leaders who guided and motivated them towards set goals. The study also indicated that they didn’t have any memorable results from leaders who had likeable personalities or a leader who encourages transformation and imagination, as well as critical thinking and problem-solving and incentivising. Which could look like there isn’t strong leadership in the organisation.


How does one identify their own leadership style, there are many ways to do that?
1. Identify Personality Traits. 
2. Identify any Weaknesses.
3. Ask For Feedback from your line manager.
4. Complete Situational questionnaires.
The next section will use situational questionnaires to help identify leadership style, using student A and B as an example.

[bookmark: _Toc107180313]3.2 Identifying leadership styles
Having a basic understanding of leadership styles can help a leader identify their own and give feedback to team members that are potential leaders within an organisation to see what qualities they may possess. Many questionnaires are available to help identify leadership styles (Mind Tools, 2021), (Murphy, 2017) and Hersey- Blanchard Situational Leadership Style self-assessment.
Student A is a Team Leader in the hospitality industry and oversees approximately 25 team members, when asked what leadership style they have the student didn’t know. Student A was asked to complete two different leadership style questionnaires. The first questionnaire completed was Hersey- Blanchard Situational Leadership self-assessment see Appendix A, the results revealed that student A scored high in coaching, meaning High task focus and high relationship focus and facilitating, meaning Low task focus and high relationship focus, this shows that student A is very team orientated and believes maintaining relationships with them is a high priority, completing tasks is still a priority but not before the team. The second questionnaire was (Mind Tools, 2021) see Appendix B, the results revealed that student A had a ‘Democratic, participative Leadership’ style meaning this style of leader sets the desired goals, involves the team in discussions, but the overall decision is with the leader. This type of leader acknowledges the team for their input and includes them when suitable. Meaning that student A sets goals and makes all the decisions but includes and appreciates the team’s participation. 
Student A agreed with the first questionnaire, they said that their relationship with the team is of high importance, they believe that a happy team helps create good results. Student A also agreed that tasks come second to the team. For example, if the housekeeping team were short staffed, student A would leave the tasks and go help the team by either entering rooms and stripping them down, enabling the team to take on extra work, or even cleaning rooms themselves. The student would then work overtime to finish tasks. This shows that student A does not have a good work life balance and would benefit with further researching other leadership styles to further their own development.
Student B is a business owner with their own café, and is responsible for 12 members of staff, most of them part time students. Student B has no idea what leadership style they had and felt like the were a mix. Student B completed the same questionnaires as Student A. Hersey- Blanchard Situational Leadership self-assessment see Appendix C. The results show that Student B is Telling (directing) had a high task focus, low relationship focus. Meaning that the tasks are more important to complete than maintaining relationships with their employees. The second questionnaire completed was (Mind Tools, 2021) see Appendix D. The results for Student B was ‘Authoritarian, autocratic Leadership’ style meaning their style of leading can be helpful when the team need to follow a set of processes exactly to meet the required goals. Meaning Student B is in charge, and every decision and plan will be theirs, some can see this style as a strict way of leading. This way can lead to poor relationships, which can affect commitment, productivity, and loyalty. Student B admits that they do tend to micromanage their employees and feel they need to be in complete control. For example, Student B will not let any staff member use the till and cash up and close the tills after every shift, which means that student B must work till finish every evening, and they don’t allow any decisions to be made by staff members everything has to be run by them. This can insinuate that student B has no trust in their staff members, this can cause huge issues for student B, for example staff turnover can be affected, productivity will be low, and costs will be high which could lead to a failure of the business.




[bookmark: _Toc107180314]4.0 Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change
Organizational leadership is responsible for setting direction for their team, creating a culture that everyone follows is essential for consistency, however with the times rapidly changing, it’s important for organizations to keep up, and this may include a complete change in processes. Understanding what can change in an organization will enable a leader to introduce changes successfully and effectively without any major problems, ensuring communication, motivation and empowerment is key factor.
[bookmark: _Toc107180315]4.1 Leaders setting direction

A leader must be able to set direction for their team, creating an environment that share purpose and behaviours. This means a leader must develop a vision of where the organization needs to go. (Quinn & Dalton, 2009) defined setting direction as the behaviours and actions leaders use to communicate the vision, goals and objectives connected with the introduction of sustainability in the workplace. By setting direction rather than giving direction, leaders can create more roads for creativity, diverse thinking, and commitment. (Solow & Szmerekovsky, 2013) said a leader that lacks the buy-in skills may not be able to convince their team to attain the decided goals, and leaders with strong Buy-in skills may lose the trust of their employees if goals are being regularly changed. This implies that leaders with poor skills of persuasion may not get the team motivated to complete the goals set, and even if they have strong persuasive skills they may overload their team with change after change, which can create conflict with the team that can lead to loss of trust from the team. So how does a leader motivate their team?
[bookmark: _Toc107180316]4.2 Culture of Change
The business world is ever changing and evolving, organizations need to adapt to new norms and business models on a regular basis to stay competitive, introducing new approaches that are needed to aid these changes effectively. Culture change acknowledges that values are still in place and looks to bring them in on the new vision. Helping to create a sense of belonging within the organisation by empowering employees to have input into the changing process. (Al-Ali et al., 2017) said that change is unavoidable, and that in modern times the rate of change is greater than ever. They said change management can be seen as a permanent feature of organizations, and a chance for organizations to improve their competitive edge, productivity, and profits. This can be seen as organizations inciting the changes or being made to accept the changes. This shows that change management is seen as a normal process within organizations, helping the leaders to continually keep up with the changes that happen in the world, and implying that the workforce are being forced to keep up with these changes, which may seem extreme however if the industry is fast paced constant changes are expected. (Farrell, 2018) said that organizational culture is an evasive notion and hard to understand, this is because each individual employee has their own strengths, weaknesses, perceptions, and characteristics that they bring to the workplace, all this can create an undetermined environment. They said that failure to understand and value culture within an organization will obstruct a leader’s capacity to lead effectively, and transformational change will be hard to implement. Meaning that culture within organizations is complex, different personalities, development needs and beliefs can be challenging for a leader to monitor and failure to do so can result in problems when change is implemented to reshape an organization. To help an organization transition change management more effectively Kurt Lewin’s theory of change would be a great tool.
Lewin’s Field Theory
[image: kurt lewin change theory three step model - Freeze-change-unfreeze]
Sourced from (Morrison, 2014)
Kurt Lewin was a German professor and in the 1940s put forward his model of ‘Change Management’ that showed how organizations can adapt and deal with change. The Theory has 3 steps.
· Unfreeze – Before implementing any change within an organization it must start with Unfreezing. Employees will naturally resist change, so the unfreezing stage creates awareness that current processes are not working and to maintain advantage within the market, change is needed. Communication is important at this stage, ensuring the team is informed at every change will ensure motivation and cooperation.
· Change – The changing stage is also known as the ‘Transitioning Phase’ is when the change is implemented, during the changing stage people begin to learn, new behaviour’s, processes, and ways of thinking. Being prepared for this stage will make it easier to follow and complete. All through the process of change, employees should be regularly reminded of the reasons change was being implemented in the first place and how it will benefit them going forward.
· Freeze – The finial stage of the stage Freeze is when the changes have been fully implemented and accepted, so it’s refrozen as the new normal. This is important to prevent the team from reverting back to the ‘old’ ways of thinking or behaving. Organizations must ensure the change are not lost and is part of the daily culture of the organization. Reward and recognition can help reinforce the behaviours of the change.
(Burnes & Cooke, 2013) wrote that ‘Field Theory’ allows employees and teams to understand, and learn about themselves, and explore the world and those around it. Meaning the model is a successful tool for personal and professional development. The model can also be used by organizations to initiate a large-scale change. A case Study completed by Medley & Akan, (2008) examined the activities undertaken by a community-based organization to tackle the decline in client losses and funding. The study surveys an application of Kurt Lewin’s model to an assessment and the rewriting of processes used by the organization. The study concluded that non-profit organizations looking to reinforce their organizations or acknowledging the need for change can give advantage by integrating the Lewin model in the preplanning stage. This study shows that the model was successful in helping the organization undo the decline in clients and funding, whilst helping to fix other issues making the community-based organization more successful and long lasting.















[bookmark: _Toc107180317]4.3 Motivation
Motivational leaders make decisions, set goals, and ensure their team has the tools to empower them to achieve success towards organisational goals. Leaders need to know what their team needs, from supporting to guiding. For example, using ‘Maslow’s Hierarchy of Needs’ is a great tool to assess the team and see what they need.
Maslow Hierarchy of Needs
[image: Diagram

Description automatically generated]
Sourced from (Does evidence support Maslow's Hierarchy of Needs, 2012)
Maslow’s Hierarchy of Needs was introduced to the world by Abraham Maslow in his 1943 paper, he described 5 factors of human needs as.
· Physiological Needs - the physiological needs relate to the preservation and survival of human life. These needs include food, clothing, air, water and other necessaries for life, these needs are primary needs.
· Safety Needs – After a team member has satisfied the physiological needs, they will need assurance of maintaining a given economic level. They want job security, personal security, financial security, insurance against risks or injury.
· Social Needs – Humans are generally interested in conversation, sociability, exchange of feelings and grievances, companionship, recognition, and belongingness.
· Esteem Needs - These needs welcomes such things as self-confidence, achievement, knowledge, and success, these boost the ego of a team member. They also feel the need to gain respect and appreciation from others.
· Self-actualization Needs - the final step is the need for self-fulfilment. It involves realizing team members potentials for continued self-development and for being creative. Once all needs have been met the next step would be personal achievement, doing something that challenges and exciting. The sense of achievement can give psychological satisfaction.
Sourced from (Cherry, 2022)
A study completed using ‘Maslow’s Hierarchy of Needs’ by Ștefan et al., (2020) aimed to analyse the motivation levels of employees in the Romanian healthcare system and attempt to assess the impact of gratifying the needs on performance and job satisfaction. The research results showed that Romanian health system employees are primarily motivated by meeting the needs of the higher level of the pyramid, particularly the need of self-actualization, and to a lesser measure by meeting the lower levels of the pyramid. This study shows that ‘Maslow’s Hierarchy of Needs’ can be used within an organization, the results of the study are positive toward to the model showing where employees see themselves on the pyramid will aid the organization in supporting and developing them, which will help increase job satisfaction, decrease staff turnover, and improve productivity. (Udechukwu, 2009) found Maslow’s theory was lacking in explaining the type of satisfaction which consider the types of needs, which push an individual’s type of behaviour, which conceives attitude. Maslow’s theory focuses on only the levels of need for an individual, and not the type of need the individual has. This implies the model doesn’t have the capacity to assess the types of needs people may have, which could cause problems when trying to take the steps required to reach self-actualization. 





[bookmark: _Toc107180318]4.4 Delegation
Delegation refers to the transferring of responsibility for specific tasks from one person to person. From a management viewpoint, delegation occurs when a manager allocates specific tasks to their employees, which can help in their professional development.
Laissez- faire Leadership Style
[image: Text
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Sourced from (Sandling, 2014)
Laissez-faire leaders have a point of view of trust and reliance with their employees. They don't like to micromanage or get overly involved, they try not to give too much instruction or guidance. Rather, laissez-faire leaders give their employees time and space to use their creativity, methods, and experience to help them meet their set goals. Or can be seen as lazy on the leader’s behalf. (Wong & Giessner, 2016) said that in opposite to empowering leadership, leaders who follow laissez-faire leadership are broadly seen as unsuccessful and even damaging to employee performance. This implies that this style of leadership is not the best as employees don’t get to develop themselves, this can affect employee behaviours and create conflict amongst the team. (Yang, 2015) said that there are times that employees appreciate being left alone to manage their own workload. Leaders who lead with a hands-off approach can help their employees feel valued and autonomous, this is suggesting that leaders with limited involvement can be rewarded with high productivity and job satisfaction. This implies that allowing employees freedom to complete their tasks creates a trusting environment where employees can work without anyone over their shoulder checking their every move.



[bookmark: _Toc107180319]4.5 Empowerment
Empowerment can be considered a new management style for organizations to help promote new goals for personal development. It will help structure an employee's expectations and set achievable goals to attain their main intentions of their work. It will help an employee to take control of their job and use skills they have gained that they never knew they could use.
Servant Leadership
[image: Servant Leadership! How to become a good servant leader? Is Servant  Leadership the right choice? - YouTube]
Sourced from (Leadershipahoy, 2020)

The servant leadership style is proposed on the idea that leaders prioritize serving the greater good. Leaders who use this style always serve their team and organization primarily. These types of leaders don't prioritize their own development needs or goals. Servant leadership looks to achieve a vision by strongly supporting their employees. (Van Dierendonck, 2011) said that a Servant leader is honestly concerned with serving their team members, while other leadership styles aim for the well-being of the organization. Showing that relationships are important in this style of leading, showing employees genuine interest can boost confidence and empower them in making decisions. (Gui et al., 2020) found that a lot of research in hospitality businesses has been conducted regarding the positive impact of servant leadership on employees, such as psychological capital, organizational commitment, job satisfaction work engagement service quality, and creativity. Again, showing that this style of leading can have a widespread positive impact on employees.


[bookmark: _Toc107180320]Conclusion
[bookmark: _Toc456901523]The research in this report found that no leadership style, theory, or model is the same, and with different organizations that have different values and beliefs, not all will agree on the same or due to different processes one maybe be better than the other. Understanding leadership styles and theories can help develop a leader’s professional career, and the professional careers of their employees. The second part of this report is identifying leadership styles Student A was all about their relationship with their employees, maybe they should try the Laissez- faire leadership style and let the team take charge. Student B had issues with trust, maybe they should research transformational leadership and take steps to show the team they are trusted. The final part of the report is about the role of a leader, setting direction, culture of change, motivation, delegation, and empowerment. The leader’s job is to ensure their team are up to date on all things work related, communication, encouragement, responsibility, and trust will ensure that an organization is successful.
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For each question, complete the statement by choosing one of the three options: A, B or C. Please answer according
to how you would behave in reality, rather than how you think you should behave. When you're finished, please click
the "Calculate My Total" button at the bottom of the test, and go on to read the guidance that follows.

12 Statements to Answer

1 Ifthere is serious conflict within my team: A. | remind everyone that we have
goals to meet. B. | bring my people together so that we can talk it through. C. | @) ® @)
let them work by themselves so that they don't have to bother one another.

2 | trust my team members: A. Very much. B. A fair amount. C. Not at all. ® O O
3 Some of my people are highly skilled and motivated. They: A. Can be set free to

weave their magic. B. Often hold creative planning sessions with me. C. Are @) ® @)
subject to the same workplace strategies and processes as everyone else.
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the front. B. Encourage participation from everyone. C. Delegate often and
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We have an eight-hour deadline for a project that | think requires 16 hours, so I:
A. Relay the deadline and let everyone get on with it. They know what they're
doing. B. Ask my team members what they feel is the fastest way to complete it.
C. Issue instructions and deadlines to each team member.

Poor performance should be: A. Punished, so that it doesn't happen again. B.
Talked through with the individual, so that we can learn. C. Left. It will work itself
out.

I need to develop and apply a new social media strategy, so I: A. Draw up the
strategy myself and then sell it to the team. B. Tell my team what the challenge is
and ask for suggestions on how to meet it. C. Hand over the project to my team
members and ask them to come back with a plan.
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team has had input. C. Make a decision but not until | have told the team my
rationale.

I have a new starter in my team, so I: A. Let them discover the best way of
working. B. Invite them into team collaborative meetings. C. Sit with them until
they understand the processes and the quality that | expect.

I think that great leaders: A. Know best. That's why they're leaders. B. Are
humble and understand that a team works best collectively. C. Give their team
members plenty of space to let them get on.

When asked whether | like to serve my team, I: A. Am not sure. B. Say yes,
wholeheartedly. C. Frown.

I notice that a member of my team is demotivated, so I: A. Closely manage each
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You most commonly adopt an authoritarian or autocratic leadership style. You rarely consult your team members
and, instead, tend to tell them what you want, when you want it, and how you want it done.

This style works well in a crisis, when a task must be completed quickly. However, you'll likely demoralize,
demotivate and aggravate people if you use it all the time. This can translate into high absenteeism and turnover
rates. You'll also miss out on a wealth of ideas, thereby stifling innovation and creativity. Read more below.

You lean toward a democratic or participative style of leadership. You tend to set the parameters for the work and
have the final say on decisions, but you actively involve your team members in the process.

This style can build trust between you and your people, as they'll likely feel engaged and valued. But it's not great in
a high-pressure situation that requires a fast turnaround, as it will slow you down. And, if you dislike disagreement or
conflict, you might struggle with how people respond to consultation. Read more below.

Your default leadership style is probably delegating or "laissez faire." You give your team members free rein in how
they work toward their goals.

This is an ideal approach when your people are highly skilled and motivated, and when you're working with
contractors and freelancers who you trust. But if a team member is inexperienced or untrustworthy, or if you lose
sight of what's going on, this approach can backfire catastrophically. Read more below.
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Democratic, Participative Leadership

With this approach, you set goals, guide team discussions, and make the final decision. But you also acknowledge
that your people can have valuable insight into a problem or process, so you actively consult them ©. As a result,
you'll likely gain creative input and fresh ideas that you wouldn't have come up with if you were working alone.

You might wonder how to manage differing opinions in the team, once you've invited participation in this way. Your
goal is to build a culture in which people can have healthy debates with one another. So:

Set an example by being open and flexible yourself.

Make mutual respect © a priority, to ensure everyone's participation.

Learn some Conflict Resolution © skills.

Read our article on Managing Emotion in Your Team ©.

Be aware that processes could become dangerously slow if you involve your team members in every decision. You'll
need to judge carefully © whether you need to adopt a more autocratic approach, even if it's only briefly.
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What's Your Leadership Style?

Instructions

For each question, complete the statement by choosing one of the three options: A, B or C. Please answer according
to how you would behave in reality, rather than how you think you should behave. When you're finished, please click
the "Calculate My Total" button at the bottom of the test, and go on to read the guidance that follows.

12 Statements to Answer

1 Ifthere is serious conflict within my team: A. | remind everyone that we have
goals to meet. B. | bring my people together so that we can talk it through. C. | ® @) @)
let them work by themselves so that they don't have to bother one another.

2 | trust my team members: A. Very much. B. A fair amount. C. Not at all. O O ®
3 Some of my people are highly skilled and motivated. They: A. Can be set free to

weave their magic. B. Often hold creative planning sessions with me. C. Are @) @) ®
subject to the same workplace strategies and processes as everyone else.





image26.png
The best way for me to ensure that my team meets its goals is to: A. Lead from
the front. B. Encourage participation from everyone. C. Delegate often and
widely.

We have an eight-hour deadline for a project that | think requires 16 hours, so I:
A. Relay the deadline and let everyone get on with it. They know what they're
doing. B. Ask my team members what they feel is the fastest way to complete it.
C. Issue instructions and deadlines to each team member.

Poor performance should be: A. Punished, so that it doesn't happen again. B.
Talked through with the individual, so that we can learn. C. Left. It will work itself
out.

I need to develop and apply a new social media strategy, so I: A. Draw up the
strategy myself and then sell it to the team. B. Tell my team what the challenge is
and ask for suggestions on how to meet it. C. Hand over the project to my team
members and ask them to come back with a plan.
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I like to: A. Let my team make the decisions. B. Make a decision but not until my
team has had input. C. Make a decision but not until | have told the team my
rationale.

I have a new starter in my team, so I: A. Let them discover the best way of
working. B. Invite them into team collaborative meetings. C. Sit with them until
they understand the processes and the quality that | expect.

I think that great leaders: A. Know best. That's why they're leaders. B. Are
humble and understand that a team works best collectively. C. Give their team
members plenty of space to let them get on.

When asked whether | like to serve my team, I: A. Am not sure. B. Say yes,
wholeheartedly. C. Frown.

I notice that a member of my team is demotivated, so I: A. Closely manage each
of their tasks to ensure that they are following procedures correctly. B. Make an
extra effort to ensure that they are involved in team discussions. C. Back off, as
they probably needs some space.
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You most commonly adopt an authoritarian or autocratic leadership style. You rarely consult your team members
and, instead, tend to tell them what you want, when you want it, and how you want it done.

This style works well in a crisis, when a task must be completed quickly. However, you'll likely demoralize,
demotivate and aggravate people if you use it all the time. This can translate into high absenteeism and turnover
rates. You'll also miss out on a wealth of ideas, thereby stifling innovation and creativity. Read more below.

You lean toward a democratic or participative style of leadership. You tend to set the parameters for the work and
have the final say on decisions, but you actively involve your team members in the process.

This style can build trust between you and your people, as they'll likely feel engaged and valued. But it's not great in
a high-pressure situation that requires a fast turnaround, as it will slow you down. And, if you dislike disagreement or
conflict, you might struggle with how people respond to consultation. Read more below.

Your default leadership style is probably delegating or "laissez faire." You give your team members free rein in how
they work toward their goals.

This is an ideal approach when your people are highly skilled and motivated, and when you're working with
contractors and freelancers who you trust. But if a team member is inexperienced or untrustworthy, or if you lose
sight of what's going on, this approach can backfire catastrophically. Read more below.
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Authoritarian, Autocratic Leadership

This approach is helpful when your team needs to follow a process "to the letter," to manage a significant risk. It's also
effective when you need to be hands-on with people © who miss deadlines, in departments where conflict is an
issue, or in teams that rely on quick decisions being made.

But you need to be aware that relying on control and punishment to maintain standards will likely drive people away.
Similarly, if you always demand that your team works at top speed, you can end up exhausting everyone.

Instead, you can show respect for team members by providing the rationale for your decisions. And they will more
likely comply with your expectations if you take the trouble to explain Why the Rules Are There ©.

You can improve your ability to "lead from the front" by Planning for a Crisis ©, Thinking on Your Feet ©, and making
good decisions under pressure ©. But be sure to balance these skills with an awareness of their potential negative
impact on creativity, ideas gathering, motivation, and trust within the team.

Being too autocratic can also mean that you'll find it hard to stand back from the detail and take a wider, more
strategic view.




