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[bookmark: _Toc256834306]Introduction.
The biography of Disney CEO Bob Chapek is covered in this essay. This essay will discuss the leadership styles Chapek employs to become a successful leader and will provide a critical analysis of the various leadership philosophies practised in today's companies. The essay will focus on Bob Chapek's leadership qualities and style, as well as how other leadership philosophies have influenced Chapek. A personal leadership style, a critical analysis of change leadership, and a conclusion will all be included within this essay.














[bookmark: _Toc778733427]Main Body.
[bookmark: _Toc1495135864][bookmark: _Int_dRY0zRb5]Bob Chapek the CEO (Chief Executive Officer) of Disney.
[bookmark: _Int_yL0KQMBg][bookmark: _Int_KTtOYT0x][bookmark: _Int_8yPzgwQs][bookmark: _Int_KNQtZ7ff][bookmark: _Int_y4JBSn2M][bookmark: _Int_3tBDZyJg]Disney's CEO (Chief Executive Officer), Bob Chapek, is an accomplished media executive and entrepreneur. Chapek's father served as a World War II soldier. Chapek became fascinated by Disney because Chapek's wealthy family frequently took vacations at Disneyland. Chapek was born in Hammond, Indiana, on August 21, 1960. Chapek's working parents influenced him to work morally, and he viewed them as his role models. This motivated his desire for greater things in life and enabled him to become the leader he is today. Prior to beginning his work at Disney in 1993, he held his first senior positions in brand management at the H.J. Heinz Company and in advertising at J. Walter Thompson. He graduated from Indiana University Bloomington with a degree in microbiology and Michigan State University with an MBA (Master of Business Administration). In 1977, he received his diploma from George Rogers Clark Jr./Sr. High School (Harris et al., 2022).
He began his career at Buena Vista Home Entertainment as the division's marketing director. He was effective at growing the business while adjusting to the competitive industry. Chapek is credited with bringing Disney's home entertainment division into the digital era by focusing on the creation of content for DVD and Blu-ray discs. In July 2006, he was named president of Buena Vista Home Entertainment, where he oversaw all DVD, Blu-ray, and home video releases for every segment of the business. In 2009, he was appointed head of distribution at the Walt Disney Studios (Staff E, 2022). In a contract that Chapek negotiated with Hasbro in 2013, the toy company agreed to pay Disney $80 million in royalties to prolong the Marvel toy licence, and the two parties also agreed that Hasbro would pay Disney up to $225 million for the rights to the upcoming Star Wars items. In 2014, Chapek developed The Disney ImagicAcdemy, a collection of several tablet and smartphone apps designed to give children access to the top educational games. Disney was the leading supporter of this initiative. On February 23, 2015, he was chosen to lead Walt Disney Parks and Resorts. He immediately got to work on finishing and opening Shanghai Disneyland, which saw over 11 million visitors in its first year of operation. He oversaw the construction and opening of Pandora: The World of Avatar at Disney's Animal Kingdom in 2017 (Disney - leadership, history, Corporate Social Responsibility 2020).














[bookmark: _Toc1719967962][bookmark: _Int_zSJJhQHs]Bob Chapek's Leaderships Traits and Styles.

[bookmark: _Int_FKpXTbB1][bookmark: _Int_l3QFBClE][bookmark: _Int_WTgCazNX][bookmark: _Int_rThtE7oz][bookmark: _Int_v6QwGRou][bookmark: _Int_Pwvle1Ri][bookmark: _Int_iUAe31dw][bookmark: _Int_VWVtSdUd][bookmark: _Int_IJYcUOMo]Excellence in storytelling, innovation, and audience focus are the three key pillars of Mr. Chapek's strategic vision, which was founded for Disney's success. The second century of Disney now uses these three pillars to perform its success for the future. Chapek's main objective is to make the employees' working conditions better. Chapek has overseen projects and programmes in the fields of education, healthcare, diversity, and inclusion, as well as veteran and active-duty military recognition. Chapek developed a close relationship with the Make-A-Wish Foundation, where Chapek currently serves as a board member and aids in the utilisation of Disney resources to improve the lives of children and their families who are dealing with life-threatening illnesses. Chapek has promoted the use of innovation and innovative technology to promote growth, improve the customer, and guest experience, making Chapek a visionary leader. Chapek has created and successfully implemented ground-breaking business models and identified new revenue streams to help Disney meet their goals and maintain long-term development (Winick, 2022).
[bookmark: _Int_9gPODdLg][bookmark: _Int_oPGtonBC]Bob Chapek took over as CEO of The Walt Disney Company replacing Bob Iger. Mr. Chapek successfully led the company through the worldwide COVID-19 epidemic after taking over as CEO in February 2020 and helped it recover. however, the price increases at the Disney parks have brought forth heavy criticism for several his decisions. Mr Chapek is a visionary leader who performs under the transformational leadership. This management approach encourages creativity. Chapek inspires the team through motivation and has excellent communication abilities. Chapek does not hesitate to take risks. Chapek accomplishes this by transforming Disney and its employees to meet the demands of the changes after the pandemic. Chapek reorganised the business as one of the first significant moves as CEO to strengthen Disney's streaming strategy by giving distribution executives more authority. However, it was also stated that several executives in charge of content were unhappy with the centralization of distribution over profit and loss (Sherman, A, 2022).

















[bookmark: _Toc967873076]Influence of the leader.
[bookmark: _Int_le9Gos6U][bookmark: _Int_8c7P6RFy][bookmark: _Int_jpyAde30][bookmark: _Int_6Q28ZOEq][bookmark: _Int_0L7v3hbH][bookmark: _Int_NNyUaXkF][bookmark: _Int_1LWa4aNL][bookmark: _Int_VM3rmL7c]There are several leadership strategies, several of these are Authoritarian, Democratic, Laissez-Faire, transactional, transformational, and situational. Transformational leadership style is made up of four components. These are; Intellectual stimulation: In addition to questioning the current system, transformational leaders also support followers' inventiveness. Disney CEO Bob Chapek promised to support the "fundamental human rights" of the "LGBT+ community" and promised to donate $5 million to the Human Rights Campaign, according to a March 2022 Daily Signal article (Prieto, 2022). Chapek urges followers to explore into innovative methods and new learning possibilities. Chapek Encouraging's and motivates followers this is another aspect of transformational leadership. Transformative leaders maintain open lines of communication to encourage supportive relationships so that followers can freely exchange opinions and so that leaders can quickly acknowledge the distinctive contributions from each person. Inspirational motivation: Transformational leaders can communicate a strong understanding to their followers. To achieve these objectives, such leaders can inspire and motivate their followers. Idealized influence: The transformational leader supports as a mentor for followers. They admire and trust the leader; followers tend to imitate them and adopt their values (Cherry, 2022). Brilliant visionaries and motivators are transformational leaders. They exhibit the ability to persuade others to embrace new behaviours and collaborate toward common objectives. These leaders can inspire and persuade people to support what they believe in. While this could be useful in goal achievement and with few or no concerns, it can backfire if the leader is unethical or acting selfishly. The likelihood is that the employees will be made to feel underappreciated if the leader is a risk-taker who makes moral judgements that may have unfavourable outcomes. Because of the power and trust entrusted on them, there may be times when leaders act rashly and harshly under the influence of their emotions, which can be harmful to the people. However, because these leaders are credible and persuasive, actions which are not in the interests of the company may be made and have detrimental consequences (Miller, 2019). 
[bookmark: _Int_S98T931i][bookmark: _Int_douz9Yvu][bookmark: _Int_AQwcJnXR][bookmark: _Int_2npcbnPY][bookmark: _Int_eBbVGBFq][bookmark: _Int_4I6TYSIP][bookmark: _Int_ZMa0YfNb][bookmark: _Int_7O2JVxZM][bookmark: _Int_qpZkskGm][bookmark: _Int_R1cWzJAI][bookmark: _Int_hI7QvI66][bookmark: _Int_KcU7Qxod][bookmark: _Int_pm3fM4AW][bookmark: _Int_6AUQ9kq2][bookmark: _Int_AuzJ6VQA][bookmark: _Int_LRBsyUQp]The democratic leader encourages employee engagement; they engage the co-workers and considers their ideas before considering options. As a result, they promote discussion and enable staff to feel like they are an aspect and inspiration to the industry, which increases their devotion towards the company and to complete their tasks. Many nations with populations of more than 500,000 adhere to a democratic government structure. Additionally, several companies employ a democratic approach to management that emphasises participative leadership. However, one organization is Google, whose leaders compared their management style to that of "proud parents, offering advice and affection, and not constant complaining. Former Twitter CEO Jack Dorsey was frequently praised for exhibiting qualities of a democratic leader. Despite being among the most effective style of leadership, democratic leadership can have some draw backs. Democratic leadership can result in poor communication and unfinished initiatives in circumstances when positions are unclear, or time is at a premium. Employees could occasionally lack the skills or knowledge required to contribute positively to the decision-making process. Democratic leadership can make workers feel as though their suggestions and thoughts are not being considered. A government or organisation must provide all information to be completely democratic. This is another drawback of employing a democratic leadership style since it might occasionally result in security concerns (George, 2021). A leader who practises authoritarian leadership, often referred to as autocratic leadership, has complete decision-making authority and complete authority over the employees. Authoritarian leaders rarely take advice from the employees and make decisions based on their own perceptions and beliefs. Total control over a project or team is a characteristic of authoritarian leadership. Examples of authoritarian leadership include President John F. Kennedy and Bill Gates. Authoritarian leaders are successful because they provide their employees a clear understanding of their identity (The Oxford Review, Authoritarian leadership: Definition and explanation 2020). Adolf Hitler, Benito Mussolini, Bill Gates, Kim Jong-un, Larry Ellison, Lorne Michaels, Richard Nixon, and Vladimir Putin are examples of leaders that have practised authoritarian rule. Some of these leaders are among the most progressive in the world, but others, like Hitler, are reprehensible and put their own interests ahead of those of their followers. In 2002's Primal Leadership, Daniel Goleman published a book that popularised the authoritative leadership style. It is frequently taken into consideration along with the author's explanations of coaching, connection, democracy, authoritarian, and fair leadership. Even though all these leadership theories have the capacity to be successful when used in the appropriate circumstance, authoritative leadership is frequently seen as one of the more constructive and equable of them. Leaders that practice an autocratic leadership style are frequently perceived as dictatorial, domineering, and oppressive, that can result in employee dissatisfaction and hostility. This style of leader may possess a compelling persona, the ability to influence others, and the ability to successfully persuade their group to execute the task. A group is expected on to complete duties while being closely watched, however the leader has limitless power. There is minimal time for disagreement regarding how employees respond to requests; they either accept them or decline them. They occasionally, but not always, express definite preferences regarding what should be done, when it needs to be done, and how it must be completed (Findcourses.co.uk, Authoritarian leadership: Cases for and against 2022). According to sources, Bob Iger, who was replaced by Chapek and continued to serve as Disney's executive chairman until the end of 2021, was one individual who disagreed with Chapek's decisions. However, according to CNBC, Chapek constantly made management decisions without ever consulting Iger. According to CNBC, Iger disapproved to Chapek's structuring of the company and the public altercation with Johansson. Even before Chapek voiced his opinion on the "Don't Say Gay" rule in Florida, Iger tweeted his disagreement to it (Gordon, 2022). Chapek is a skilled transformational leader with a unique future vision. During the epidemic, he was able to adjust to the circumstances and still ensure that Disney was earning profit. His management approach is transformational because it includes creating a compelling vision and uniting his team around it. Chapek uses an authentic way of encouraging self-motivation (Sharon, 2022). For Chapek's strategic vision, are built up on three important pillars: superior storytelling, innovation, and audience focus. Under Chapek's leadership, Disney realigned its media and entertainment divisions, streamlining and enhancing its best-in-class content production. Chapek was able to accomplish goals by using the three pillars. working along with the employees this ensured the employees felt like a team and Chapek ensured that the working environment was impeccable. Chapek ensured that the staff members felt involved in Disney's development. This inspired the staff to change and progress. Chapek's entire conduct demonstrates that his leadership employs the transformational leadership approach as a visionary leader (Sherman, A, 2022). However, when applied incorrectly, transformational leadership can have certain drawbacks. Because of the ongoing goal-achieving, transformational leadership has been connected to employee fatigue. If the channels of communication between the staff and the leadership are disrupted in any way, they could feel disconnected from the original goal. The staff must continually connect with the management and provide feedback (Crowley, 2022). It may be challenging for team members to concentrate on crucial duties when they lack motivation. Transformational leadership performs by inspiring team members to stimulate themselves. Since transformational leaders strive to lead by example and replicate the ideal employee behaviour, some employees may not receive sufficient structure and guidance from it. To accomplish a transformative leadership style, which can be disruptive and confusing, every employee in the industry must change the way they view their roles. Too much change at once can cause unified systems to malfunction, and staff members may forget best practises and established norms. Transformational leaders could be so focused on motivating change in their teams that they overlook the best times and places to accomplish each change (McCandless K, 2022).























[bookmark: _Toc1317639402]Personal Leadership Style.
[bookmark: _Int_2ATLm0dZ][bookmark: _Int_kKhVVAtG][bookmark: _Int_Cu1lxBDw][bookmark: _Int_uAHAAXpx][bookmark: _Int_OAXt0u04][bookmark: _Int_oyhLiDZq][bookmark: _Int_41eM03vs][bookmark: _Int_xF9FQdLB][bookmark: _Int_MeuKafKS][bookmark: _Int_kJsIKb6h][bookmark: _Int_4ZlNPm21][bookmark: _Int_FpKXFLyp][bookmark: _Int_kXujmFGh][bookmark: _Int_pdX4eFv4][bookmark: _Int_t8SHyld2][bookmark: _Int_QrJoqN1z]When I undertook the leadership style questionnaire it revealed that I was an authoritarian leader. I was surprised by the conclusion of the leadership style questionnaire because authoritarian leadership is characterised by a leader's desire to impose as much control and authority as possible. However, I see myself as a good team member and I like to ask for help and others' opinions. Authoritarian leadership, often referred to as forceful or dictatorial leadership, usually keep their power to make conclusions for themselves. I do, however, recognise some of my characteristics in this because, while working together as a team at university, I found it more difficult than working alone, and I do prefer to make my own decisions. Authoritarian leaders decide on the rules, processes, jobs, structures, incentives, and punishments. Most authoritarian leaders want to maintain power; therefore, they typically require obedience and cooperation. However, I am aware that when working in my past professions, I preferred to be in control. When using the Authoritative leadership style, I would motivate my team to progress forward toward a shared goal and set an example. Although authoritative leadership, sometimes known as authoritarian leadership, is frequently seen as being negative, it can be very productive under the correct conditions, especially when a business or organisation requires solid guidance through a crisis or problem. Despite previous research established a link between authoritarian leadership and poor job performance, authoritarian leadership styles are especially common in developing economies. According to studies, authoritarian leadership has a detrimental impact on workplace outcomes like collaboration among co-workers, organisational commitment among workers, performance outcomes, assisting, and vocalisation. However, international markets continue to have a high prevalence of authoritarian leadership styles. Therefore, organisational scholars should be interested in the variables that affect the efficacy of authoritarian leadership. studies on the circumstances in which authoritarian leadership affects worker performance less negatively or even favourably. They proposed that specific contextual elements might account for the durability of authoritarian leadership. I would employ the authoritarian leadership style when making judgments that must be made quickly and effectively, when it is essential that certain duties be executed in a precise way, and when there is limited tolerance for error, such as in the development, manufacture, and security forces. This approach to leadership enables the team to focus on specific tasks without having to take part in the difficult decision-making process, reducing the risk that projects would be derailed by a lack of structure or strict deadlines. When I undertook the leadership attributes questionnaire, I scored the highest in the relationship emphasis. I was not at all surprised by the outcome because this leadership style closely resembles how I would perform in a professional setting. When utilising this leadership style, I would focus on promoting employee involvement. I'll pay close attention to the relationships, welfare, and motivation of the employees. I'll encourage the development of productive relationships. Additionally, I will concentrate my efforts on fostering successful teammate communications and will adopt a flexible strategy for collaboration and communication. I require emotional intelligence to be a relationship-oriented leader because it will enable me to empathise with my team and consider their perspectives while considering my options. Through improved relationships between team members, this leadership style promotes efficient teamwork and collaboration. For relationship-oriented leadership to be successful, it is essential to comprehend the needs and expectations of each unique person. I consider myself to be a leader who genuinely cares about the welfare of my team and lives up to the proverb "my door is always open." I'll assist and take care of my staff in a way that allows them to work to the best of their abilities, free from obstacles and emotional strains. I can ensure that my workforce is positive and motivated by concentrating on their emotional requirements. The workforce will be motivated and encouraged to work while feeling respected and appreciated. Personal disputes, dissatisfaction, and fatigue will be reduced in my team that is actively supported, resulting in a team that is positive and productive. The staff's ability to work more effectively and at a higher standard will increase once they are free from personal issues. The main criticism of this leadership approach is that the current task may occasionally be neglected because of a focus on connections between the team and myself. By not wanting to push the team too far, in a style they do not appreciate, the task may not get done in the time allocated. The concept that certain employees may reap the benefits of me as a leader who values relationships primarily is another criticism of relationship-based leadership Staff members might start acting rashly to see what they can get away with if they see that I am satisfying all their needs. However, keeping this in mind, it is equally crucial for me to keep my attention on the goals I have set for my team and myself.





[bookmark: _Toc96752313]Leading on Change.
[bookmark: _Int_zfr77Ln5][bookmark: _Int_dIxmHGar][bookmark: _Int_04eZflA0][bookmark: _Int_kAHb414W][bookmark: _Int_hJUynqeN][bookmark: _Int_Yl9rdb3K][bookmark: _Int_tJsI2TLI][bookmark: _Int_joHknDYb][bookmark: _Int_Kpmke7zr][bookmark: _Int_3cfH2Ub3][bookmark: _Int_orp1b6lJ][bookmark: _Int_3rjh21WW][bookmark: _Int_wFZJhZAz][bookmark: _Int_eHU6zUFe][bookmark: _Int_YF2h4NWR]Innovation in technological, organizational, and conceptual fields is a result of organisational change. Employees must adapt to the change by performing beyond what is expected of them. in addition to changing their regular work routines (George, 2021). Using the leadership style authoritarian and relationship emphasis, I will start by determining the required adjustment and assuring it is in accordance with the business's objectives. After determining the objective, I will conduct an impact analysis to determine how the change will affect every aspect of the company. Since it identifies who will be most affected and require the most assistance or instruction, this assessment will offer suggestions for how to perform and conduct the change. I'll decide how to make the necessary modifications using the knowledge I gathered throughout the planning stage. I will then draw together a strategy that outlines the organization's goals, how and where to implement the required adjustments, and how to determine whether the adjustments proved to be effective. I will utilise the authoritarian leadership style to demonstrate to the employees that I have personal power, strong central authority and control over personnel, and loyal commitment. This will improve the organisational change's effectiveness, which can lead to higher financial rewards. The Employees may be more inclined to trust me when I exhibit the authoritarian leadership because they perceive me as a successful individual who aspires to carry out my responsibilities with assertiveness and confidence. Organizations now face an era of continuous transition and disruption due to the COVID-19 pandemic, requiring them to continually adjust and evolve by shifting company emphasis, increasing, or decreasing their operations, and revaluating their systems, services, and solutions. This transformation was noteworthy because of how broadly it affected society, although other forces of change frequently create difficulties, like the issue after the UK decided to leave the EU. Following the pandemic, financial strains, corporate scandals, and increased public scrutiny, organisations are achieving a more holistic understanding of their stakeholders and accounting for a wider range of factors besides revenue when planning. Technology, however, is fostering new styles of employment connections and radically altering how companies' function. The Relationship leadership style can contribute to these recent changes because having empathy is one thing that organisations need during the pandemic. Being emotionally intelligent and empathetic will enable me to successfully use and control the awareness of both my own and other people's emotions to promote a positive exchange of knowledge. Relationship management is a key consideration in both my personal and professional life, and i  can use emotional intelligence to my advantage if I can master it or at least become more conscious of my own and others' emotions. Several of the changes taking place in the workplace are centred on people. I will establish a role and responsibility to ensure that organisational development, configuration, fair trials, employee engagement, and clear communications channels are correctly and efficiently acknowledged as part of the transformation approach by engaging with the employees and ensuring they are understood and part of the transformation. I will make sure that a change is long-term sustainable by planning and executing learning activities correctly. I will recognise the network of change activities covering several divisions and work within and anticipate, plan, and influence the organisational change. i will combine the cultural and strategic goals. I will develop a brand-new collaborative and goal-consistent culture in terms of attitudes and behaviours using the organization's new strategic goals as a starting point. I will use past experiences and events as a communication method to simplify the details and implications of new approaches easier to understand. This will improve my capacity to transform change into practical steps that will encourage my staff to interact with me in an empathic way. When organising organisational change, I will utilise artefacts, ideas, symbolism, and illustrations as part of an innovative layout as an alternative to traditional and usually outdated techniques of change trainings. This will enable me to build relationships with individuals and inspire them to transform change into productive actions. I will use relationship leadership rather than just employing authority and control to introduce transformational change which is achieved via conversations and social interactions with members of an organization. Mutual trust will provide the supportive conditions crucial for significant change to flourish. By implementing relationship leadership, I will emphasise my ability to create change sensibly and show fairness and integrity by demonstrating that I care about the requirements of the company, my team, and the larger community. 




















[bookmark: _Toc1272263334]Conclusion.
[bookmark: _Int_remrStZj][bookmark: _Int_LIYMyGib][bookmark: _Int_qep0E6aB][bookmark: _Int_6TdhV7QC][bookmark: _Int_9NJqHVH7][bookmark: _Int_5RiNMV2b][bookmark: _Int_rFiI9amw][bookmark: _Int_J8zTsIF6][bookmark: _Int_PxsywxoT][bookmark: _Int_Er1uXeSY][bookmark: _Int_WjpPvbEL][bookmark: _Int_D5KHw3mZ][bookmark: _Int_B4UkiD2A][bookmark: _Int_RyzAJ6kM][bookmark: _Int_HVSyePK9][bookmark: _Int_pA2aRgxR]Leadership is crucial because it encourages, inspires, and serves as an example for individuals to contribute to a better working environment. Leaders provide a vision, offer a course of action, and cultivate a close bond with their followers. Therefore, as natural outcome, they assist others in collaborating to achieve incredible achievements. The ability to effectively direct an organisation ’s mission to increase productivity and meet corporate objectives is a key component of management. Effective leaders encourage others to have confidence in their capabilities and their profession. Employee performance and increased production are the effects of this. Leaders are viewed by experts as the link between the company and the workforce. Strong leadership is necessary to translate identity into reality. Chapek uses his leadership skills to progress the Disney company. The leadership he uses is relationship, transformational and visionary. Chapek has proved this work together as Disney's outcomes have been successful. The authoritarian leader has proved to work in the past however leaders need to be careful of this style because it can lead to employee dissatisfaction, or wors leaving the company because the leader is over baring. Individuals are least inclined to offer their support and suggestions to a leader who instils fear or resentment in them. Skilled people have a choice as to who they want to work with and for in the competitive market of today. Hard labour, together with innovative thinking, is more valuable than ever. In every industry sector, there is intense competition, and transformation might be continuous. To remain competitive and financially viable as a firm, it is imperative to retain valuable staff and lower turnover. A competent leader will model appropriate behaviour for their team members and foster passion for the task at hand. Organizations are looking for executives who encourage their employees to perform at their highest achievements in the global economy of today. An approach to leadership that brings about change in both social institutions and individuals is termed as transformational leadership. In its optimal state, it brings about significant and constructive transformation in the employees with the aim of transforming employees into leaders. Excellent adaptability skills, a shared awareness, self-management skills, and an aspirational quality are characteristics of transformational leaders. Without trying to manage, transformational coaches motivate and inspire their team while allowing their trained employees take control. Chapek's' success has primarily been a result of transformational leadership, a style of leadership that depends on motivating a team to achieve overall success. The goal of a relationship leadership is to encourage and support personnel or task forces as well as the connections within them. Relationship-focused leaders place a high priority on fostering a positive work environment, a cohesive team, and the satisfaction of both the individual and group members. Relationship-oriented leaders place a high priority on encouraging teamwork and collaborating to support, inspire, and develop employees and the company. Since it is based on a leader's sincere commitment to the professional and personal growth of their employees, regardless of outcomes, I believe it to be the most effective leadership style. Since this type of management does not employ incentives or leverage authority to accomplish a certain objective that the leader desires, it differs fundamentally from other methods. Relationship leaders encourage their staff members to be self-motivated.
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