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[bookmark: _Toc107176069]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role. 
[bookmark: _Hlk107167711]In my role as a training officer within a hospitality led work-based learning provider it is important that I recognise the different approaches to leadership and implement different leadership styles. These can be from the more traditional autocratic, coaching and mentoring to democratic methods of leadership. I would argue that as a training officer I would follow (Adair, J. 2009) action centred leadership model. That being, to achieve a task of teaching a cohort of learners ( team)  and developing apprentices I must develop a relationship of trust using a range of leadership styles to achieve a specific outcome ( graduation).  One on on on on on on on it it it it it it it
[bookmark: _Hlk107172924]During the formation of the team of learners I would argue that I follow the leadership style of  (Tuckman, 1965) Forming, storming, norming  the team development. Initially I would use a mentoring leadership model to begin to teach the learners new skills specifically for the hospitality industry. Then as time progresses my leadership style will vary and evolve.
I would argue that my role as training officer must have a degree of emotional intelligence to assess and evaluate which leadership style to adopt with each learner as no two learners are the same and learn differently, subsequently the leadership and learning style must vary to suit the needs of the learner. (Goleman. D, 2008) on it on it on it on it on it on it on it on it 
To further my role as a leader in the work-based learning field I would agree that transformational leadership plays a significant part of my leadership style as I can affect a positive change in those whom I teach. (Buble, Mario; et al, 2014). Certainly, the ability to inspire and motivate both individuals and teams is an essential part of my role as a training officer to engage and inspire those I teach. (Steers, R; et al, 1996) on it on it on it on it on it on it on it on it
The majority of my work is conducting face to face observational assessments where I must observe the learners work and cross reference what I see to the range and criteria for the awarding body. I would argue that I must have a range of leadership styles and emotional intelligence to get the best out of these face to face assessments. 
I would argue that my ability to perform my role as a training officer is highly dependant on my capacity and philosophy to never stop learning, my opportunity to inspire others and my willingness to adopt a range of leadership styles to achieve my goals. (Blumberg, M; et al. 2014). I believe you are never too old to stop learning, and as a consequence of my belief I am in my last year of a business management degree, which I use to mentor others who are completing their higher management level 4 ILM apprenticeship. I have found the degree course invaluable to my approach and leadership style. 
Moving away from my role as a work-based training practitioner, another example of my evolving leadership style and another example of different situations and different people would be my ability to work within my companies’ team and having taken on extra roles and responsibilities. I am a qualified internal quality assurance officer, this provides different leadership qualities as I am assessing another training officers work. I must be competent in my own work and fully understand the requirements of the assessment criteria to make a judgement call on others. I must show emotional intelligence when I provide feedback to others and illicit different leadership styles to suit each member of the team I am quality assuring. ( Westerheijden, D. 2007)
This could be a mentoring and coaching role where a newly qualified assessor needs guidance and support in understanding the range and criteria. Monitoring their performance allows you to locate where staff have difficulty during work. It can help you provide relevant training as well as ensuring company objectives are met. It also demonstrates to all the standards required by the awarding bodies. In an evaluation of my leadership styles for being an internal quality assurance officer I would argue that I provide motivational leadership to provide innovation and change in assessor’s occupational competence to deliver, record and reference work against the awarding bodies standards. In some instances, incentivisation is key where the assessor receives a small reward for completing a task diligently and correctly, demonstrating a newly learned skill. 
In different situation,  I am a senior assessor and mentor new inductees to the company within the hospitality team. I would argue that the knowledge and skills of the mentor should be sector specific to hospitality, so as to provide accurate guidance to the mentee.  My leadership style is to be a role model and to develop a working relationship that  is defined by specialist knowledge. To that end the mentee must be willing and trust me (the mentor) that I have the specialist skills to further their knowledge. A psychological contract is made even if it is not spoken about to build trust, the ability to actively listen, to be able to set direction and define goals for the mentee. (Raymondson, AH. 2014). The ability to empathise with the mentee is essential and the development of emotional intelligence as a leadership model to build on the psychological contract as defined by (Goleman, D. 2008) to strengthen the relationship and trust between the assessor and myself as the internal assurance officer to work towards shared outcomes of personal development both as the mentee in achieving targets and becoming a productive and active team member and the mentor for having a sense of purpose, the feeling of helping someone else achieve their objectives.
[bookmark: _Toc107176070]Conclusion. 
Given a range of different situations with different people I would argue that there is no one leadership style that fits all, I would argue that you need to adapt a range of leadership styles to achieve key performance indicators and align individual, team and company targets. 
I would agree that a strong base leadership style is emotional intelligence,  and Golemans theory on this is a fundamental style for all managers to adapt. From this the ability to empathise with people in a people led sector is paramount, you can then use a different leadership style like coaching and mentoring, democratic leadership, and Adair’s action centred leadership to supplement your own leadership style which will evolve and change throughout the work life cycle. A good example of this is my ability to mentor new inductees into the hospitality sector but with more experienced team members and staff a more democratic approach is needed and a coaching approach rather than mentoring. I would disagree with (Heres, L. 2014) that one size fits all when it comes to leadership styles, there are a multitude of factors to consider and therefore a range of leadership styles should be utilised. An awareness of the different leadership styles should be implemented, so I can use the full range of styles, theories at my disposal to get the best out of people both learners, employers, and work colleagues. 
Using the leadership diagnostic tools, I found that I scores highly in my administrative, interpersonal and conceptual scores. Having been an assessor for over 8 years this first assessment did not surprise me and was a little lacking so I conducted another assessment. 
In the second assessment again, I scored highly but on reflection it showed that I have a good grounding in motivational leadership, but I need to better my self-confidence and have more belief in myself that I am a good leader and understand a range of leadership styles which I can call on to use. 
I have also used (GIBBS,G. 1988) reflection cycle to evaluate my leadership styles and my outcomes with different people in different situations. I have assessed the outcomes and delivery styles and come up with possible variations in my delivery style and leadership style. 

[bookmark: _Toc107176071]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance. 
(Bolden, R; et al. 2003) researched the causal link and disparity between different leadership styles, models and theories. It details key responsibilities of Directors and gives an indication of the kinds of skills, behaviours and values required to achieve a proficient workplace performance. One such theory is Adair’s “Action Centred Leadership” which focuses on task, team and individual. 
(Adair, J. 2009) Action centred leadership is a complex, dynamic, relational and a contextualised practice that aims to enable associates and leaders achieve self-actualisation, empowerment and well-being by identifying the task and working accordingly both as individuals and teams to perform the task correctly to a proficient level. Having to create a project team environment that fosters individual learning and knowledge collaboration along with individual performance and job satisfaction, and ultimately project success.
This does not reflect on the different and diverse individuals within the workforce and does not consider any emotional intelligence and empathy from leaders and managers. An argument for emotional intelligence is provided by Goleman (Goleman. D, 2008) who theorised that leaders must have a degree of emotional intelligence and empathy to get their workforce to perform  said tasks. This would align with Adair’s three circles to provide a framework for leaders and managers to provide effective performance of the workforce. 
To further the argument McGregor’s X and Y theory takes into account the rational that some workers are just there to earn a living whilst others take pride in their tasks and their work (McGregor, D. 1960)  . Whilst you could argue that Adair and McGregor’s theories combine to a degree, those that are in the Y theory camp can actually adapt Adair’s leadership model and align themselves through pride in a task well done and working with teams and individuals to complete the task to the required standard. 
However, to counter the argument those workers in the theory X camp will never adapt to Adair’s model as they are only there to pick up a wage at the end of the day and do not care about task, team and other individuals. As Maslow has defined his theory of hierarchy those adopting Adair’s theory want a sense of belonging, esteem and eventually self-actualization. 
(Covey.S. 2003) gives further weight to the argument by comparing action centred leadership with 7 habits of effective leaders. Covey would seem to agree with Adair that workplace performance has key indicators that align with the theory of team, individual and task.
(Coldman, B. 2016) conducted a study which would validate Adair’s theory. When conducting the study Coldman concluded that the leaders (teachers) were engaged in collaborative learning and developing support mechanisms for each. “ Evidence demonstrates also, that leaders are continuing to develop their practices as leaders of learning, and as such, my conclusions are, that learning centred leadership is continuing to develop at the school, in ways consistent with its principles and practices.”
(Hertzberg, F. 1968) argues that the two-factor theory gives employees job satisfaction. Hertzberg describes the growth factors or motivators as achievement, recognition for achievement, the work itself, responsibility, and growth or advancement. If you take Adair’s theory and apply this to Hertzberg, the two align, that is task, team and individual, align with recognition and growth. Combined with McGregor’s Y theory  where people are self-motivated and enjoy the challenge of work. On it on it on it  on it on it on it on it on it on it on it on it on it on it on it on it on it on it
I would argue that Henry Fayol was instrumental in giving credence to Hetzberg, with his study of satisfaction and dis-satisfaction. Whilst conducting a study in a motor company Fayol concluded that the employees worked better in better working conditions ( better lighting, heating etc), and with a reward of incentivisation a predominant factor in work-based performance. However when the employees realised and the incentives ceased their work performance decreased. This clearly demonstrates satisfaction and dis-satisfaction, giving acknowledgement to Hertzberg’s theory. 
To further Adair’s theory one could argue that (Vroom, V. 1964) expectancy theory argues with Adair that the employee needs to know “what is in it for them?” It surmises that the employee will only do a task if it is beneficial to them. Does this contradict Adair?  It all depends on your point of view, personally I would argue that if the task is beneficial to the employee( Eg it needs to be done to get a wage) and provides a performance criterion for the organisation then it does align with Adair’s theory. On it on it on it  on it on it on it on it on it on it on it on it on it on it on it on it on it on it
The same argument could be made for (Porter and Lawler, 1968), which defines an assumption that job satisfaction in in essence its own reward. They go further to explain intrinsic ( Given to ones-self) and extrinsic ( given by organisation).  Again, this would align with Adair’s theory given that job satisfaction is produced when team, task and individual work together to complete and agreed performance task. Whist (Miner, J. 2015) argues the similarities and differences between Vroom and Porter and Lawler one cannot help but see the similarities between both of the expectancy theories. 
(Tuckman, 1965) argued about team formation, but does this impact on task? Team and individual? I would argue it does. When you get a group of workers then Tuckman’s model becomes apparent. If a team becomes a cohesive unit then Adair’s model takes over. So, I would conclude that Tuckman and Adair complement each other in team formation to include team, task and individual. 
[bookmark: _Toc107176072]Conclusion
I would argue that leadership styles are not exclusive, but rather, inclusive. No one size fits all. Tuckman’s theory of team formation LEADS into Adair’s action centred leadership. To become an effective leader and to take team, task and individual into account you should have a level of emotional intelligence with clear parameters as argued by Goleman. I believe they compliment each other and provide an effective framework for workplace performance management. 
Adding to the argument McGregor’s theory X and Y, I would argue that theory X compliments Adair, according to Maslow the base need is a physiological one, provide a wage. Working to accomplish a task as an individual or a team provides the base need. Therefore, complimenting Adair’s theory. Theory Y argues the need for a sense of belonging and esteem which again would complement Adair’s theory. 
Covey argues the 7 habits of effective leaders include Adair’s theory which I agree. Situational leadership does co-exist with other leadership styles and they all compliment one another. 
Hertzberg argues about the satisfaction and dis-satisfaction theories but again, they compliment Adair. If you achieve the task then the reward is a sense of achievement. However, dis-satisfaction would dis-agree with Adair as the team may not be cohesive, individuals only think about themselves and the task does not get completed. This would provide a counter argument against Adair’s leadership style. 
I would also argue that Vroom, Porter and Lawler all compliment Adair’s theory whereas an individual assesses “ what’s in it for me “ as a reward culture, once the task is complete then there could be an incentive for the worker, intrinsically they could reward themselves by buying a new item of clothing for doing a job well done. Or, the organisation can extrinsically provide an incentive of a free stay in the hotel as a reward for a job well done. 
So, in conclusion the leadership styles are all interlinked with no one style out performing another, it is my conclusion that they all complement each other and if as a leader you can recognise the contributing factors for all the leadership styles discussed in this report, it is my argument that you would not go far wrong as a leader, providing an effective,  performance driven team which would achieve strategic goals and align with company standards of performance and motivation.   

[bookmark: _Toc107176073]Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change. 
[bookmark: _Toc107176074]Set direction
Having completed two online assessments I would conclude that my ability to set direction and provide transitional leadership is very strong. I would agree with (Ngyen, L V. 2021) that there a re 10 leadership core competencies and although I feel I am proficient in some, such as motivation and delegation, I also feel I need to work on my self-confidence and a belief in myself to have the confidence to lead a team or individual. I have the ability to identify learning outcomes with my learners and can set direction for them to achieve their targets by planning assessments, gaining their trust, building a working relationship.  
Cambrian Training have recently moved awarding bodies from Pearson to City and Guilds, this has created a new challenge in learning outcomes and different ways of working to conduct technical online testing with both assessors and learners. I was tasked with learning the new systems and operating procedures and then delivering a standardisation meeting with fellow training officers to set direction and get my colleagues on board with the new systems. Following (Locke, EA. 2002) goal setting theory, I set out the clear defined goals for system training and assessments, thus, setting direction to my colleagues in new ways of working. 
Using GIBBS reflection cycle I evaluated the outcomes and measured success by the number of colleagues who had understood and completed online technical tests. (Patterson, C; et al. 2013)
This also gave me the tools for analysing productivity and colleague engagement, and re-evaluating the direction to go next to achieve positive performance and to make sure every assessor within the hospitality team now knows how to book, schedule and take online BTEC technical tests for awarding body compliance.  
[bookmark: _Toc107176075]Conclusion
I would argue that I provided a positive role model using transformational leadership as well as having the capacity for emotional intelligence to deliver a new direction to the hospitality team for everyone to better their knowledge of new working systems with City and Guilds. I would argue that I set new direction to my team and provided a positive and productive result. 

[bookmark: _Toc107176076]Motivate
[bookmark: _Hlk107147181]Having the ability to motivate and inspire others is an instrumental leadership style and skill. (Bass, B.M, 1985), Bass researched the good, better and best leaders and their influence on others to achieve performance targets. (Boyne, S. 2012) conducted a survey on non-supervisory hospitality staff and concluded that an inspirational leader can increase the performance of both individuals and teams. I would agree with both Bass and Boyne and argue that within my chosen field, as a hospitality training officer in work-based learning I am an inspirational leader, using a range of leadership styles like Action centred leadership and transformational leadership to get my learners though their apprenticeship. I motivate my learners by providing myself as a role model and providing mentorship to my learners, training the supervisors in emergent leadership skills and coaching them do develop their own leadership style. Having got the learners to research the six basic leadership styles I motivate them by also giving them examples of leadership theorists like Adair and Goleman.  On it on it on it on it on it on it on it on it on it on it
I would argue that I believe I am a Y theorist, (McGregor, D. 1960) I firmly believe in motivating others to accomplish their goals. I would argue that the average person wants to learn and grow and as such, I am only the facilitator, a stepping stone in them learning new skills to gain recognition or reward, such as a promotion. Giving others the ability to learn in itself is motivating, to see others grow and better themselves brings a self-satisfaction. On it on it on it on it on it on it on it on it on it
Also, within Cambrian Training as a senior assessor I am fully aware that I motivate others around me, an example of this is being the lead assessor in bar hospitality training. I am able to motivate my colleagues ( assessors) in the delivery of any bar and front of house apprenticeship delivery, with regular standardisation meetings to motivate my colleagues and to address any issues or concerns they might have and to motivate them to improve their performance delivery to ensure timely completion of all bar and hospitality apprenticeships.   On it on it on it on it on it on it on it on it on it
[bookmark: _Toc107176077]Conclusion
I would argue that I have the ability, and do  motivate both my colleagues and learners and stakeholders to effectively deliver apprenticeships in the hospitality sector. I have built up strong relationships with employers and am able to motivate them to accept and deliver the apprenticeships within their workplaces. 
[bookmark: _Toc107176078]Delegate
Being able to delegate responsibilities is a hard lesson to learn, when I was a manager in Wetherspoon I was always hands on and if a task needed to be done I just got on and done it. However, a very knowledgeable manager took me to one side and put me to sit on a bar stool to run the shift. Instead of running to do every task I now had to delegate. The lesson I learned is that I cannot do everything myself as a manager/leader. More work gets done if you supervise and delegate tasks. 
In my current role as training officer I do not have much that I can delegate. I have a caseload of learners I must see every month, and I manage my caseload to cover my annual leave accordingly. I cannot delegate my quality assurance work as I am one of only two quality assurance officers within the hospitality team. 
But, I do appreciate the importance of delegation. (Shum,C; et al. 2018) concluded the most important competence for senior management is the delegation of tasks to complete the required performance levels and tasks needing to be completed. I agree with their findings that delegation is one of the main driving forces of management and leadership. Through transformational leadership setting delegation tasks for bot managers and supervisors is key to a company’s success. If we take The Celtic Manor as an example, with over 9 restaurants and nearly 800 people visiting everyday no one manager or CEO could ever hope to complete all the daily tasks required to make the hotel perform. However, through delegation and supervision and to a degree empowering the supervisors and managers, trusting they will themselves delegate and supervise to get the daily tasks completed in a timely and competent manner. The hotel provides a five-star service to all its guests and manages to run the 9 restaurants without any problems. 
It should be noted in contradiction to the above that in my years as a manager and working in hospitality there are always exceptions to the rule. I worked with one manager who would only delegate and supervise from the comfort of their office, never going on the floor and working with the teams and individuals to get the tasks done. They saw themselves as “Managers” and did not feel the need to get their hands dirty by working with their team. Suffice to say they did not last ling in the industry as the area manager came in on a busy night and caught them red handed just sitting in their office watching the CCTV and not helping the team. 
[bookmark: _Toc107176079]Empower
In todays workforce the empowerment of staff and individuals has been proven to inspire and provide a sense of belonging. If we take Maslow’s theory of hierarchy the third tier of the pyramid is belonging, the psychological need to provide friendships and set feelings of accomplishment. If we take (McGregor, D. 1960) with his X and Y theory there are distinct individuals who crave empowerment and some could just take it or leave it. Findings have suggested  that self-management, work environment, and leadership are reliable predictors of employee empowerment in the hotel sector. Empowerment makes employees feel better about their jobs and themselves, providing a sense of pride and confidence in their workplace. Enabling them to empower and help others. (Kruja, D; et al. 2015)
[bookmark: _GoBack]I am of the philosophy that empowerment is a good thing and we as leaders should strive to be more empowering. In my role the more I empower my students to find their own research and work themselves gives them a sense of pride and accomplishment, rather than if I just gave them the work. It is my opinion that as a leader it is my job to train and mentor therefore empower the next generation of the workforce and eventually the next generation of leaders. Who by definition have learnt the act of empowering others is a necessity to 1. Complete tasks on time, 2. Provide a sense of accomplishment. Together with a diverse workforce that believes in empowerment that will inspire and give confidence to others in a spiral is in my opinion only a good thing. 
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Scoring
1. Sum the responses on items 1, 4, 7, 10, 13, and 16 {administrative skill score).
2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).

3.5um the responses on items 3, 6,9, 12, 15, and 18 (conceptual skillscore).

Total scores
Administrative skil 13

Interpersonal skil 20,
Conceptual kil 2

Scoring Interpretation

‘The Leadership Skils Questionnaire is designed to measure three broad types of leadership skills:
‘administrative, interpersonal, and conceptual. By comparing your scores, you can determine where
you have leadership strengths and where you have leadership weaknesses.

Ifyour score is 26-30, you are in the very high range.
Ifyour score is 16-20, you are in the moderate range.
Ifyour score is 11-15, you are in the low range.

Ifyour score is 6-10, you are in the very low range.

Building Your Leadership Profile

1f you have the interactive eBook version of this text log in to access the Leadership Profile Tool.
After completing this chapter’s questionnaire, you will receive individualized feedback and practical
suggestions for further strengthening your leadership based on your responses i this questionnaire.
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How Good Are Your Leadership Skills?

Instructions

For each statement, click the button in the column that best describes you. Please answer questions as you actually are (rather than
how you think you should be), and don't worry if some questions seem to score "in the wrong direction.” When you are finished,
please click the "Calculate My Total" button at the bottom of the test.
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Score Interpretation

ScoreComment

18-34 You need to work hard on your leadership skills. The good news is that if you use more of these skills at work, at home, and in
vou'll be a real asset to the people around you. You can do it — and now is a great time to start! (Read below

35-52 You're doing OK as a leader, but you have the potential to do much better. While you've built the foundation of effective
leadership, this is your opportunity to improve your skills, and become the best you can be. Examine the areas where you
lost points, and determine what you can do to develop skills in these areas. (Read below to start.)

53-90
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Purpose
1. To identify your leadership skills

2.To provide 2 profile of your leadership skils showing your strengths and weaknesses
Directions

1. Place yourself in the role of a leader when responding to this questionnai

2. For each of the statements below, circle the number that indicates the degree to which you feel
the statement s true.

L. 1am effective with the detailed aspects of

my work.
2.1 usually know ahead of time howpeople 1 2
will respond to a new idea or proposal.

3.13m effective at problem solving.

4. Filling out forms and working with details 1 2
come easily for me.

5. Understanding the social fabric o the 1 2
‘organization is important to me.

6 When problems arise, | immediately. 1 2
‘address them.

7. Managing people and resources isoneof 1 2
my strengths.

8.13mable to sense the emotional 1 2

undercurrents in my group.
9. Seeing the big picture comes easily for me. 1

10.In my work, | enjoy responding to people’s 1. 2
requests and concerns.

111 use my emotional energy to motivate 1 2
others

12. Making strategic plans for my company. 1 2
appealstome.

13. Obtaining and allocating resources s a 1 2
challenging aspect of my job.

14 The key to successful conflict resolutionis 1. 2
respecting my opponent.

15,1 enjoy discussing organizational values 1 2

‘and philosophy
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