
Developing Workplace Critical Thinking (BMSK5001 BIRM)
Student - Rume Meah
ID – 1813924
Lecturer – Ernest Ovia



[image: ]




                                                  	CONTENTS                    	                          Page 



1. Aims and Objectives……………………………………………………………3

2. Methodology……………………………………………………………………3

3. Introduction……………………………………………………………………..3

4. The impact of beliefs and Values in the workplace…………………………4
4.1 What do we consider to be Beliefs………………………………………4
4.2 What do we consider to be Values………………………………………4
4.3 How do beliefs and values relate to the organisational Culture within the workplace?................................................................................................5
4.4 How does beliefs and Values contribute towards behaviour?.............7

5. Leadership changes in the workplace………………………………………9
5.1 What is “The Situational Leadership” …………………………………10
5.2 How does Hersey and Blanchards situational theory work………….11
5.3 Example of Hersey’s and Blanchards in an organisation……………15

6. How I have developed my critical thinking………………………………...20

7. Conclusion……………………………………………………………………22

8. References…………………………………………………………………...23
.
9. Appendix………………………………………………………………………25



1. [bookmark: _Hlk46398006][bookmark: _Hlk46423056]Aims and Objectives
The aim of this report is to critically evaluate an individual beliefs and values within the workplace, whether they impact our behaviours. I will be analysing the Situational Leadership Theory, to ascertain that how well this is within an organisation. 

2. Methodology
I will be using primary and secondary data, to analyse my aims and objectives.
· Primary would be data collected from my self-awareness, how my critical awareness has developed. Trust pilot reviews. 
· Secondary will be from journals, internet and books.


3. Introduction

Human Relationships is the heart of human life, based on one another’s ability to communicate – verbally, physically and mentally. Good supportive relationships help with reducing stress, mental health and provided you courage and energy to lead a healthier life. 
With Human relationships in the workplace, the ability to interact positively is very important to being successful. Most Organisations use the “total person approach” (Saylordotorg, 2020), they not only employ because of their skills but the whole person, in addition to experience they come with individuality (values/beliefs etc), biasness, technical skill and personal challenges. 

Workplace behaviour is important as it promotes the well-being and safety of the individual and the organisation. To understand behaviour, we must first understand a person’s beliefs and values as these shape workplace behaviours. Once you can understand the essence of a person, you can as an organisation utilise them to their full potential by using beliefs and values to motivation, communication and provide self-awareness.
For any organisation, management is key. But to manage employees proactively they must use some form of an organisational leadership. There are many theories available but adapting the right strategy will work well. This all depends on the leaders themselves, whether they have the right people skills, knowledge and personal skills required.  





4. The impact of beliefs and Values in the workplace 

4.1 What do we consider Beliefs?
A belief is when you assume a truth, it is a psychological state of mind (brain), influenced by the way we should be relating to each other and how we expect to behave in our environment, beliefs are a template for effective learning. 
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Belief is an inner thought or feeling, that something is true. Belief isn’t necessarily true and maybe irrational and unproven. i.e. “I believe in superstitions” – walking under a ladder is considered bad luck. If one was walking under a ladder, then the most probable thing that can occur, is if something fell on top of you, dropped by accident, from the person on the ladder. Common sense says – don’t walk under a ladder!  

4.2 What do we consider to be Values?
Values are predominantly what an individual considers most important, our core beliefs. They guide our behaviours, help gain insight into our actions, establishing our personality.
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Value and beliefs in the workplace are greatly influenced by our personal values and beliefs in which we acquire over our lifetime. A person who has come from a dysfunctional family background, may not have the mental capacity to maintain a healthy relationship due to i.e. physical, mental abuse, lack of education, limitation on growth physically and mentally. They may grow to have a narrow perception as to what is normal. This type of person will always feel the world is against them and will not have logical reasoning. In the workplace they may come across as very set in their ways, unable to adapt and not being able to keep a job down for long. 

4.3 How do beliefs and values relate to the organisational Culture within the workplace?

According to Businessballs (2019), that to be a successful company, employee’s need to be   like-minded, have ethical values and similar beliefs.  If these beliefs and values are aligned with the organisations aims and objectives, (fig 1) and defined by your behaviour then it is effective in building teams, through trust and rapport, avoiding conflicts and enables working together to complete task. 
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Fig 1


4.4 How does beliefs and Values contribute towards behaviour?

By means of your core belief and values, you form an opinion, which represents your attitude, effecting your ultimate behaviour (Lewis, 2011). Fig 2 
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Fig 2

My belief
I “believe” honestly within the workplace. My opinion of honesty has always been in the core of me, this was down to various experience that I have had over the years, socially and professionally. Obviously, I told white lies growing up, who doesn’t but as I became more self-aware – honestly was always been predominant in my attitude.  

As a compliance administrator I had weekly targets to hit. Every Monday morning, we would have a team meeting with the Director to see if we had met the targets for the week. As the director was not a personable person, I was very apprehensive about admitting that I had not my targets. this was predominantly down to people not getting back to me, as I had done the work that was required of me. I responded by stating that I did not hit my targets, in this instance he was thanking me for my honesty, this reinforced my feeling that being honest is best, and it positively affected my opinion, attitude and behaviour towards my work.

My Values
I value “trust” within the workplace. This has been always been the core of me naturally, I have no reason to disbelieve someone UNLESS there was reason to. But trust is not to be given freely as I have learnt but needs to be earned by positive interaction. 

Whilst working in a compliance team for a recruitment company, I entrusted my colleague to be on top of my paperwork (action what was necessary) whilst I was on leave, as I have always done this for her, when she has been on leave. On returning, this was not the case, I found that trust is not to be given but earned by commitment from colleagues. It affected my opinion, attitude and behaviour towards this colleague. I then put in procedures for when I am away, for me to deal with when I am back. 

Evaluating my conduct in the workplace regarding beliefs and values
Even though I have come across these scenarios, it has not impacted my core value negatively, I have not changed my beliefs and values, if anything I know I am right and will continue to base my working relationship on these. Because I do not believe in petty office politics, by not taking part, I found this helped my sense of mental wellbeing. 

I believed hard work pays off, but in reality, I found “he who shouts the loudest gets heard”, because I was never vocal, I was overlooked. This was due to bad leadership; they did not support or see my contribution. This has changed my perception, rather than not work hard, why should I? – I don’t get recognised for it! I realise that I need to make my presence known, and not shy away from what I believe I am worthy of or find a job that values my contribution. So, belief or values can fundamentally change depending on experience. 

According to Dean, K (2008), Leaders who are value based can benefit by excising their own values - incorporating this into their methods, this will help develop and inspire others. 






5. Leadership changes in the workplace

Leadership is an important part of an organisation’s success (Landis, Hill, Harvey, 2014, p97). To survive in growing competition, you need to consider the changes in government regulation, attitude of workers has changed so this requires a developed level of Leadership. Organisation Leadership must adapt to meet the challenges that arise
In the last century, managers led their employees with directive method, by controlling people, putting processes and information in place – scientific method. But needs have changed over time where this method worked then, it is not so now due to social and global change, what worked before does not work now. If you require compliance to be mandatory then Traditional method will work, but if you require innovation and growth then people engagement is key (BM Magazine, 2013). To be successful in this day and age you must now have a management style that is inspiring and has inclusion. (fig 3)

[image: ]
Fig 3



Leadership styles have evolved over the century to reflect this, studies have been conducted to implement the best practice available at the time (fig 4). 
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Fig 4

5.1 What is “The Situational Leadership” 

The most common style of leadership being used is the Situational Leadership. This is a style where the leader adapts his personal style to influence his follows to help lead and develop his followers. 

Situational theories of Leadership are most effective when leaders adapt their approach and style to various situations. By altering their approach to differing circumstances, they will likely have a better chance of dealing with a circumstance. 

For example, employees may perform better under a trusting leader who lets his team carry out projects without instruction whereas other employees may prefer a leader who is directive and autocratic to perform better. The Business arena is a vast area, employers need to consider an individual’s experience and capabilities to utilise them in the best way possible. Only by understanding employee’s physical and mental maturity, can you entrust them with the onus of successfully completing given tasks. 



5.2 How does Hersey and Blanchard’s Situational Leadership Theory work?

The main concept has 4 styles of approach from the leadership (fig 5) – 

[image: ]
Fig 5


In addition to these there are 4 levels of follower maturity (fig 6) – 
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Fig 6



For Hersey’s method, to be successful, as a rule, you have to apply the four leadership styles, to the corresponding maturity levels of the employees (fig 7). 
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Fig 7

Behaviour is evoked by the interpretation of reality and perception of an individual (Hersey et al.1979). The follower behaviour is influenced by the power of their leader, to influence their followers, Leaders require knowledge (is power), it is important to communicate power (fig 8) to employees, for maximum effectiveness, power bases must be consistent with the follower’s maturity. 

[image: ]
Fig 8 - Power bases required to influence an individual’s behaviour at specific maturity levels





[bookmark: _Hlk46313869]
Of course, there is never a full proof theory, there are also down fall is using situational Leadership - 

· It tends to focus on immediate requirements than long term goal - 
Situational Leadership is based on meeting a need at that moment, which takes away the focus of long-term needs. If this is the case in all scenarios, then it will create issues as well affecting personal development 
· It is ineffective in task-oriented jobs – because it is flexible, this will cause problems in tasks that are based on rules, regulations etc – these are not flexible. 
· Hard to define maturity level – there are 2 aspects, emotional and job maturity. You can be emotionally mature but not necessarily mature in their job and vice versa. It is not always easy to differentiate. 
· Predominantly based on skill level of individual – Because everyone has different attributes, what works for you does not necessarily work for someone else. Leadership may generalise but can be harmful.
· It creates a dependency attitude within the company – If will affect the working ethics in the team and cause chao if the leader leaves and you cannot replace them with someone with similar attributes. It will hamper development progress for the individuals as there is no structure in place. 
· Enough information is not provided for leaders to make informed decision – Everyone has a unique style of learning; you cannot really understand a different viewpoint if it doesn’t apply to you. For example, Men, women are transgenders are different, with varying viewpoints, it will be easy for the leader to make mistakes in generalising what their needs are, which then becomes inappropriate to each individual’s needs. 
· Creates confusion within the organisation – As leaders shift their approach to each individual need, from telling to delegating – it will cause distrust from the employee, affecting their confidence. 







Positive example of where the Hersey and Blanchards theory can work 

Expressing values and beliefs in the workplace can be risky territory, (DWF Law, 2015), as an Employment Tribunal had to address a conflict between 2 colleagues who had differing beliefs (fig 9). 
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Fig 9
The company dismissed the employee for viewing her belief in her faith, but the employment tribunal found the claimant to being unfairly dismissed for expressing her religious beliefs. 
The Judgement made is based on common sense, however it demonstrates that there is a fine line between in sharing your beliefs and imposing them on others. As an employer, they must be aware that in the workplace, sharing private life conversation are part and parcel of the everyday workplace. 

The employer rather than ignoring the claimant, they should have explained the situation, by saying how this conversation was distressing to LP, and not to either involve themselves in this type of subject from then on or discuss outside the workplace. But either way this situation could have been avoided by being sensitivity to both parties involves. This is where Situational Leadership can be the best role to implement.








5.3 Example of Hersey’s and Blanchard’s in an organisation – 

Laidslaw school trust have recruited 3 HR administrators (Laidlaw School Trust, HR Specification, HR Administrator, 2020) appendix 1 – 

· Apprentice, ex Student of Laidlaw 
· Recent Graduate, has 1-year work experience
· Experienced - Has 5 years’ experience in HR admin

How does each employee maturity level compare with the job specification? (table 1).   
Which tasks can be allocated to each employee, dependent on experience and maturity (Appendix 2)

On face value the leader can allocate tasks to employees in accordance to their experience. But there are potentials in all employees, some need more nurturing, some prefer democratic, softer approach and some prefer autocratic approach. Leaders must also develop their competences, by seeing their potential or lack of. By knowing employees’ strengths and weakness, only then can leaders implement training needs, provide encouragement which enables employees to have a wider job satisfaction. Leaders must have the ability and willingness to use any of the 4 leadership styles when needed. 


2
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Table 1
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Table 1 (cont)



On reflection the situational leadership theory is only as good as the leader’s skills in question. You cannot apply this method in all aspects as you would create problems, i.e. if you assign a task from experience HR to Graduate, without training in place , then the Graduate will be feeling frustrated and will not trust the leader. Because Situational leadership takes into consideration of its current task and delegates it to the most practical person, it is assuming that the person has the skills required, but in table 1 – this is not necessarily the case. This theory is commonly used as it takes into account real-time processes, thinking on your feet., this is why it is still widely used, as it does work but organisations should not implement this fully but incorporate strategic methods first and use situational leadership as and when required.   All organisations have different aims and objectives and should be run with incorporating the different leadership styles they require to run their business smoothly.

As an organisation you will never be able to satisfy everyone’s need for progression/ support etc, all companies will have disgruntle employees, for example “trust Pilot”  (Indeed.com, 2020) are well known for company reviews worldwide, up to 1 million reviews are posted every month. You would imagine, seeing as they collect data regarding company reviews, they would have a great leadership management system in place (Appendix 3), saying that this only based on 19 reviews, clearly not enough to make an adequate judgement – fig 10. 
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Fig 10


6. 
7. How I have developed my critical thinking

Why develop critical thinking skills? According to Berlet, G (2014) educational systems poorly apply critical thinking to students, because of this ideology are formed rather than information. As critical thinking is essential in a clinical environment, this tool is vital for medical research etc. 
I believe as a person, everyone has characteristics which you have from birth i.e. temperament which you have from parents etc, belief and values develop over experiences gained throughout childhood, adulthood. Now I am not a natural critical thinker, so it has been hard to adjust my thought process to this style, but I do have a methodical approach and common sense, so that should help.
During this module, I have been given tasks into how to critically think. 

Task 2 – Identify the claim and evaluate evidence.
[image: ]
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· Clinical reflection - a conversation with John Driscoll (Physiopedia (2016)

WHAT?
In regard’s to this task, because of my overthinking it was hard to pinpoint which areas I should look looking at, but by following the critical thinking concept, I feel this has defiantly helped. I feel for me the given environment also helps, as being with other students increased my concentration and helped with motivation. 

SO WHAT 
The key point to start to think along the lines of critical thing – is your concentration level. Unfortunately for me, it fluctuates. Whilst writing this part of my assignment, my concentration level is low, due to a sleep ness night, so I feel this this may not be on point. But I have noticed since I have started this module I have been thinking critically in my everyday life, my friend and me have a running pun – HEY we are critically thinking! 

NOW WHAT?
I have a natural tendency to overthink and lose the initial thought of where I am going with critical thinking. To overcome this, I need more critical thinking tasks to hone and develop this, I do have the competence but require more hands-on experience. I can utilise online tools to help refine this (emergingedtech.com, 2016) have some fun web app’s that help with critical thinking. 









8. Conclusion

Organisations are based on core values, in any successful organisation, implementing a good leadership method to achieve your core values is pinnacle. Employees are the backbone of any company, but with employees comes individuality. Individuality stems from beliefs/ values and experiences that they have developed over the years throughout life – upbringing, parental influence, religious belief, education, work experience etc, no one person is the same. All experiences have positive and negative impact on a person’s confidence, commitment etc, it is what moulds them. 

For an organisation to be successful they must incorporate a leadership theory which is aligned to their company core values. Where Herseys and Blanchards Leadership theory is established, well known and still used in this day and age. It is not a theory that is practical if applied in all areas of the workplace. I would say that in general all companies must have some static procedures in place (root) and then use the best leadership theories as and when required.  The leader in themselves must be skilful and having knowledge of all theories in practice, they would be able to best apply the right ones. 

As a leader, you cannot be managing with “one size fits all. A good manager adapts his style in accordance to a situation/ group. It is in their best to understand all leadership styles as “knowledge is power!” and adapt the approaches that are right for whichever circumstances that arise. By treating employees well, employees will be committed to maximising their strength, which will fulfil and satisfy them in their role.  

The situational leadership is the most common one that is used, but realistically cannot overcome all obstacles that come up in the workplace environment. There are various leadership methods available, but organisation should take care to which is most suitable to their management style for the best outcome. The best practice would be dependent on the organisations aims and objects, is to select “parts” of the Leadership methods that is productive in achieving what they want.  

Leaders must also develop their competences, by seeing their potential or lack of. By knowing employees’ strengths and weakness, values and beliefs, only then can leaders influence their followers by proper training needs, providing encouragement enabling employees to have a wider job satisfaction. 

(My interpretation of situational theory in real life - Appendix 5)
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The Claimant then proceeded to share her understanding of Biblical teachings and
homosexuality; namely, that it was a sin, although she added that “everyone sins”. LP
viewed this as a personal attack, she became very upset and informed her employer although
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subsequently dismissed for harassment on the grounds of sexual orientation

DWF, Legal Insight 2015
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to sell. The pay is way below average for NYC any other ADR role gets paid 20k more

Was this review helpful?

Yes | No Report ') Share
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Week 4 task 2

Critical Thinking

‘What? Where? Who? When?

Claim - due to environmentalists bottle water sales are decreasing
Europe

Bottled water is a 15 billion business — the plastic contained s affecting the environment ~ Companies
‘who make the bottles are not regulated

EU Natural Defence Council - Report produced.

Environmentalist — pollution in the environment, affecting people’s health

Dr Jarvis — calculated 75 billion gallons of water are needed to produce plastic bottles worldwide in a
single year — It is a global problem not just Europe

Happening now

How? Why? What if?

Report by NRDC confirms that bottled water is contaminated - making this known has impacted sales.
Bottled water - 25% known, 75% unknown

Companies are not regulated — consumers could be paying high prices for simple tap water.

NDRC has not used enough samples to make this claim conclusive — only 100 brands and a third of this
contaminated, but damage has been done, no smoke without fire.

Contaminated water causes health problems.

Protecting the Environment is become more important — due to global warming — climate change
scientific research has concluded that climate change is detrimental and must be controlled by care in
usage of products - biodegradable bottles.

So what? What next?.

Decreasing sales impacts companies that are producing them — creating losses and possibly redundancy.
Make changes in regulations - for everyone to confirm to.
Making more biodegradable products will lessen the impact on our climate.
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“Refection is about narrative and individual”

John Driscoll (2016)





image19.png
™) Laidlaw
%« Schools Trust

Person Specification

HR Administrator

Key Criteria

Specific Criteria

Knowledge and
Experience

Essential

« Experience of working in an HR administrative role

« Experience of working with Microsoft packages including word,
excel and power point.

« Experience of delivering high quality customer care

Desirable

« HR experience gained whilst working in an Educational setting

*  Experience of managing HR casework

Skills

Essential

« Excellent organisational skils

« Abiity to prioritise workload effectively to meet deadlines and
manage competing demands.

Excellent time management skils

Excellent communication and inter-personal skils.

Ability to communicate effectively with al relevant stakeholders
Excellent problem-solving skills

Well developed T skills

Ability to use initiative and work autonomously

Ability to maintain confidentiality

Proven tact and diplomacy skill

Ability to project an image of professionalism

Qualifications/

Essential

Training * GCSE (or equivalent) in English and Mathematics at grade C or
above.
Desirable
*_Relevant CIPD quallfication
Personal Essentiol
Attributes « Asupportive and co-operative team member

« Standards driven
*_Committed to equal opportunities
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1 Laidlaw

% Schools Trust

‘Aflexible approach

Apositive attitude and commitment to equality

Ability to encourage ideas, initiative and innovation in others
Highly motivated and reliable

Ability to manage own time well to meet competing and
frequently changing demands
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Allocation of practical duties incorporating maturity levels accordingly -

‘Apprentice Graduate Experience
dHR
‘Answering and dealing with day to day HR enquiries (internal and external) YEs
Dealing with incoming email, post and other paperwork Yes
Making relevant departments aware of starters/leavers/ other staff changes Yes
General administration of employee benefits schemes YEs
Taking minutes of meetings where required Yes
YEs
Liaising with the Payroll Administrator regarding payroll and benefit matters, including ensuring | YES
they have accurate and timely monthly staff salary information to run accurate payrolls
‘Assisting with the development and implementation of new HR systems and processes Yes
Provide administrative support to the HR Manager including project work, drafting letters and | YEs
arranging meetings
Maintaining up to date awareness of current employment law and best practice issues Yes
‘Any other duties as reasonably requested by the HR Manager or the Bursar Yes

‘All administration associated with recruitment activities including drafting adverts, placing YEs
advertisements, collating job applications, acknowledging applications and responding to

applicant queries

Liaison with recruitment agencies, advertising publications and recruitment websites Yes
‘Assisting with short-listing processes, liaising with internal managers/Heads of departments Yes
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ing with new staff inductions and other new starter communications, ensuring induction
ining keys, badges, car park permits

interviews, prepari ating the interview process s
ration and recording of all pre-employment checks for new staff including DBS, ISI, DfE s

‘and UKBA recruitment compliance checks
s

development objective setting process)

Prepare job offer letters and contracts of employment for staff, for approval by HR Manager. YEs
Ensure appropriate documentation is issued for other staff and workers including casual staff,

contractors and volunteers

Preparation of standard and ad hoc HR letters and documents pertaining to changes to terms s
and conditions of employment and other employment matters, including the drafting of some

documents from scratch

‘Administration for and tracking of in-service events such as probationary periods, materni s
paternity, parental leave or absence

‘Administration of the leavers’ process including organising exit interviews, recording data and s
statistics and feedback information where required

‘Assist with facilitating training and development activities including booking external trai s
courses and organising onsite training

‘Administration of the Review and Development Process (staff annual performance appraisal and s
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‘Assisting the HR Manager with procedures for and administration of disciplinary, grievance, s
capability, performance, long term sickness absence, occupational health and other employee

relations matters

Records and data (electronic and paper) Yes
Maintain up to date staff absence records, producing reports when required and highlighting to s
the HR Manager matters of concerns

Update and maintain the HR database inputting staff information accurately and efficiently, s
including the maintenance of computerised training records

In conjunction with the Payroll Administrator maintain and keep up to date staff files and filing s
system, regularly archiving files in line with the records retention policy and Data Protection Act

‘Assist with the compilation of data for annual census reports YES
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< Trustpilot

3.6 ok kAo 19 reviews
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Overall rating

3.6 ool

Based on 19 reviews
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Ratings by category

3.5 % WorkiLife Balance

3.0 % Compensation/Benefits
2.7 % Job Security/Advancement
3.0 % Management
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Entry Level Sales Job

Account Development Representative (Former Employe) - New York, NY - October 1, 2019

High turnover rate. They hire about 4-5 new ADR's every month. 80 dials a day minimum
Only thing that matters is hitting metics/ quota. Low starting salary.

v Pros
Free snacks, Friday Lunch/ Monday Bagels

% Cons
Bring your work home

Was this review helpful?

Yes | No Report ') Share
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Productive and fun workplace
Account Development Representative (Current Employee) - Denver, CO - February 14, 2020

Trustpilot did an excellent job of teaching me the ins and outs of sales. I grew as an
individual and developed my character as a salesmen. Trustpilot helped me in all the areas
as | have stated in my Resume. Im simply choosing to leave Trustpilot to be closer to
home.

v Pros
free breakfast on mondays

* Cons
none
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[Task 2: Identify the claim and evaluate the Evidence

Botiled water is a 15 bilion business in Europe, according to an article by the
newspaper The Guardian, with a per capita consumption of about 20 gallons. Sales
are dropping, however, because of an increasing wave of criicism by

environmentalists.

A report by the EU Natural Resource Defence Council (NRDC) revealed that
25% of bottled water comes from municipal sources. Since bottlers are not required to
list the source on the botle, many people would be surprised to leam that they are
drinking glorified tap water, purchased at high prices. Some sources estmate that the
price of bottied water is in fact as high as the price of gasolne. Although some
consumers may be wiling to pay high prices for higher safety, the NRDC wams that
while reguiations are in place to safeguard bottied water, these are not applied
universally and bottlers are not required to et consumers know that their products may
be contaminated. The NRDC tested more than 100 brands of bottled water and found

evidence of contamination in at least a tird of the brands that the agency tested.

Aside from the water sef, the plastc confainers are sources of poluon and
may confrbute to contaminating the water they contain. Dr. Todd Jarvs, he associate
irector of the Insttuefor Water and Watershed at Wanvick University, calculated that
72 bilion gallons of water were needed to produce the plastic water botes worldvide
in a single year. The Container Recycling Instute estimates that less than 20% of
these containers are recycled. The environmentl cost of botlled vater i thus high,
especialy wihen considering the carbon emissions cost of ransporting bottied water

over long distances.
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| believe the core of situational leadership is applied in everyday life. One small example |
came across recently was that as a student, we were placed in groups to discuss certain
topics. But | found that a person was not interaction at all, even to say hello|

One person, even

though was online —
GHELE did not speak at all
forallof the group
sessions

Led to frustration as a
team

Now due to the coronavirus, all our lectures are now online, so the everyday personal
communication which we would have had, let's say in the classroom environment is now
limited, this has affected the way we relate to each other. After mentioning the lack of
interaction to my lecturer (E.Qyia, 2020), he informed me that he is aware of her demeaner,
s he has had her for previous classes. So, in effect E. Quia, has managed this student with
situational leadership with discretion within the confines of the University Environment. In an
online environment, situational leadership will be hard as you are not interacting enough to
make a split decision, but this can be overcome with regular phone calls, updates efc
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An Individual whose
belief is about

religion and
spirituality

Ifthey had a terminal
illness — can deepen
their belief —change
the way they think
about ife




