[image: ]
Skills for the Workplace
Module Assignment Submission 

	Student Name:
	Mohammed Arish

	Student Number:
	1903574

	Module No:
	Bmsk6001

	Module Title:
	Emergent leadeship skills for the workplace



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.

Table of content
1= Critically assessing recognized leadership model or theory in relation to its ability to impact on individual’s workplace performance
2=Emergent leader
3=Playing Leaders’ role model in an organization
4=Critically analyzing Leaders behavioral and emotions in an organization with Humphry’s model
5=leaders and mangers vision in the workplace
6-Conclusion
Comparison between leadership and management
7=Reference
8=Appendix
introduction
 In this assignment I am going to explore and critically analyse what leadership, management, headship and emergent leadership is all about, I will be analysing the differences between headship and leadership and the differences between leader and manger, I will conclude my findings at the end of this assignment, and I will also be highlighting the benefits and negatives of leadership.
Being a Leader or a manager means that one must has the capabilities to manage the workers emotion, offer them guidance and leadership and stabilise any situation that arises during the times of hardship or even good times. They lead by example and give an emotional retaliatory for the benefit of the group; they analyse and respond to any unexpected events that might impact the progress of the group and acts on it. Simultaneously they can create the environment to increasing the group’s emotion within the organization, Emotional management leadership enacts differently within the group’s members depending on the time and place, leader’s success is determined by the leader’s empathy and how they express their emotions, and the feedback of the group's performances.

[bookmark: _Hlk106818426]1= Critically assessing recognized leadership model or theory in relation to its ability to impact on individual’s workplace performance
I have noticed that numerous researches have been done to explore and analyse the role  leadership play within an organisation (Druskat & Pescosolido, 2001 The discovery of emergent leadership within the organisation has been attributed to the recent rise of emergent leadership and this led to a better ways of managing and continuing with the organisation culture, I assume being a leader in organisation means that you must have the knowledge and the environment of the organisation, and to have an emerging leader emerging through the ranks of  the organization instead of being forced to recruit from external resources proved more productive . (Beekun, 1989; Cohen, Research to date on emergent leadership has been focused mainly on personality traits or behaviours (Druskat & Pescosolido, 2001; on the other hand leader’s behaviours effects the members efficiency) (De Souza & Klein, 1995; Recent research has shown  behaviours of leaders inside the organisation and the difference between formal and informal behaviour whereas emotional manager oversees the role members play and resolving problems by creating ways of reacting to any difficulties. leaders should have the capacity to influence  group members emotionally and helping with event that might impact the members from accomplishing tasks, the best way to achieve this is to be a formal leader and knowing how to manage the group’s emotion as it is important to be a competent  leader, it is well know that  Informal leadership is all about knowing the essential process of influence the group members (Hollander, 1961),any  emerging leaders wouldn’t be able to access the organizational promotions without having the formal leadership behaviours. As I have been exploring the emotional aspect of management inside a group member and how informal leaders manage members emotion, my definition of Leadership and headship are completely different looking from any angle. Headship can be any individual who is in a position of power in an organization where he came to inherit the position accidentally or historically without having any power over the direction or the outcome of the organisation, they can be the  head of an organization or a family business where they might have the authority, but at the same time they might not be the leader of the workforce as they might not be able to influence them. I found out that Leadership is an influence process, and the leader may be defined as the one who significantly influences the output of workers performances and activities to gaining the anticipated goals. Even though it is well-known fact that every group member has the right to influence the other group members, but the leader's influence is quite significantly different as the group gives him quietly and willingly the authority to inspire them and this sees him to be an effective and fulfilling to achieve goals. i concluded in this study that a group member accepts the leader’s leadership on his own terms. I also concluded that even though headship might refer to the legitimacy of authority at all sectors in the organization, where leadership is more of non-formal authority at the emotional and motivational level of the organization. Today I had a discussion with some friends about leadership and to come up with the best definition of leadership and each one of them concluded a definition which pointed to the same definition, (which is that Leadership creates an aura to influence his or her followers towards a shared goal), where inspiration and motivation is the defined goals. I am seeing a clear understanding of the meaning of leadership, I can also distinguish the difference between leadership and headship, as I didn’t think before that there was a difference.
My thinking was that if you hold a position of importance then automatically you are the leader or headship of any organisation. But I know now that they are completely opposite to each other. To be a leader does not mean that you must have a position of importance unlike headship, you must have the vision and able to influences others by making sure that your followers have the same vision as you, you must inspire others to achieve the defined goals. Leadership can really bring change and make the organization successful beyond a doubt.
 Managers in a Group of leaders have different emotions from one another, such as behaviours or characteristic traits which is related to the display of the emotions; George, 1995; Most of the research about leadership in an organisation had so far only concentrated on human emotion Like commitment and personal satisfaction during critical events layoffs (Asforth & Humphrey, 1995) other studies had been carried out on group interactions by Bales (1950),) which is also continuously linked to leaders emotions. some other issues have been also raised about the emotional behaviour of the management in the group, even though it is linked to the management influencing the groups emotions. A.T. Pescosolido / the research on leadership have shown and highlighted the group member’s behaviours, (Bass, 1990); another research has come across and shown some oriented behaviours by the employees (Kahn & Katz, 1960). Those researches and studies proved that the leader’s actions and behaviours on the group member’s emotions will have a big influence on their performances and output’, leaders are responsible for the people under them and should show a personal interest in the members as this will make them to be in a comfort zone so they can resolve any issues they have, it is also beneficial to show an appreciation of the  member when they make efforts (Bass, 1990; it is well known this kind of actions  improves the behaviours and emotions of the management.  All This research on the leadership’s behaviour didn’t show enough details about the influences the management have on the groups emotion even though management behavioural is necessary and relevant to workers behavioural and interpersonal working relationships. I don’t know much about the dynamics of managing members emotion’s even though the characteristics of the leader’s emotions depends on their interpersonal and social skills and maintaining the groups cohesion which is linked to social-emotional. Bass1990, i recognized the emotional aspect of leadership which either has a positive effects and cohesion within the members, or negative feelings.  Expression of emotions and personal traits has a greater impact on the members wellbeing and influence the dynamics of their outlook. However, the limitation of these theories and recommendations makes the whole subject to be on the genetic expression of positive effectiveness but not much about the negative aspect of expression such as weakness, irritations within a group. The characteristics in leadership are related to member emotions, values and the significance of the leader’s behaviour in the workplace and understanding their followers’’ (Yukl, 1999). However, not much has been raised about these theories as they don’t deal or address the situations when the leaders misrepresent things which might impacts the members emotion in a negative way (Kelly & Barsade, 2001), the bigger the impact the better the leaders’ emotions influence the members performances process. Majority of Earlier studies on leadership had mainly focus on the role of leaders within groups (De Souza & Klein, 1995;  But I can specifically define leader as a member of a group who exercise his or her power over the others and influence them (Hollander, 1961, 1964, 1985). 
[bookmark: _Hlk106818630]2=Emergent leader and leaders’ behavioral emotions
 Emergent leader is someone who has an influence on members in an organisation, even though they haven’t got the full authority as a formal leader, it is when an individual arises from the group as a leader even though they haven’t been assigned as fully-fledged leaders. It is an individual who completed all credentials.
The difference between emergent leader and leader is that the established leader has an authority and power inside the organisation (De Souza & Klein, 1995; however, they can still play a big role by motivating and influence the group and make them to have self-belief. The main role of being a leader in a group is to have the abilities to manage and be a leader of the group’s emotion and this is a great discovery even though the role of emotion in an organisations  has long been neglected (Ashforth & Humphrey, 1995; Fineman, 1993), but the role leadership plays in an organization is phenomena, some analysist raised questions, for example, Ashkanasy & Tse, 2000; Goleman, 1995) researched about leadership emotions, but failed to wholly and fully Show the role that emotion might play in group leadership, previous leadership study had more or less concentrated on the leader’s individual behaviour and attributes rather  than on the leaders responsibility he holders within the group. (Jones 2001) highlights the difficult behaviours individuals come across when leadership followers believe they have found some solution to the problems that confront them.’’ This seems to me as this group will need another direction and a different characteristics behaviour from their leadership over a period; it also demonstrates the types of groups who are in this scenario which might require a different behaviour from their leader and how it affects their development depending on how the leader manages the groups emotions, this theory to me will help the group to solve their problems and find a way of confronting them
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[bookmark: _Hlk106818666]3=Playing Leaders’ role model in an organisation
the group leader’s role is to find a solution or find the answers to deal with any ambiguous scenarios where the leaders or mangers appropriately create the correct model of emotion, this will be a new emotional model response to dissolves any ambiguity where the group needs to confront their emotional expression vulnerability to move forward and achieve a greater progression. Not if but when unexpected situation happens inside a group member where they always seek the guidance of their leader to get them out of sticky situation and make sense out of the difficult situation. They also seek help from the  leader for numerous reasons:  in some situations, the leader may become or seen  as a parental figure for the group as the leader poses the greatest or the most amount of knowledge and experience, and also they might understand how the organization behaves and the emotions it requires, also, the leader might be the person who poses the most significant knowledge and swagger with a positive attitude, who also has a good relationship with group members. In any case, the model of group leader has an emotional reaction to the occurring situation to show the group members what is the correct or appropriate behaviour response would be.
There are three categories that will give leaders the power to influence their followers, which gives them the capability to control the group’s emotions.
1- First is (group’s context), category
2-  two (group’s norms)
3-  third is (leader’s capability to influence the individual characteristics and ability. We are going to explain how and when manager can manage their group emotion, along with examples that illustrate the process of managing the group emotion.
[bookmark: _Hlk106818704]4=Critically analysing Leaders behavioural and emotions in an organisation with Humphry’s model
The role of being the emotional manager of a group was dismissed out of hand, I explained how   leaders used to communicate with each other or to their subordinates via messages regarding performances which will be linked to their behaviours and emotions. in this a way the group members clearly saw that of being appreciated and respected and this shows that they were capable of emotionally handling the events or not handling, and in this situation the Group members gain prosperity, and the leader emotions get stronger, this experience can still be used in understanding the individuals’ behaviours, and This is how leaders used to influence the group members behaviours while enhancing and galvanising their emotional behaviour and performances. As I discovered that this kind of role is beneficial to leaders and group members where they can influence and process an effective order, they depend on this kind of processing to influence instead of rewards and punishments, Furthermore, leaders are usually empathetic and responsive to the need of their follower (Wolff et al., 2002; Yammarino, 1996). As regarding the propositions about the group members emotion, managements process needs more formal research done on the hypothesis testing and studying. I recommend that those studies explore
,(1) the performance regarding the ambiguity/clarity;
 (2) the groups norm about emotional communication
 (3) the characteristics and personality of the leaders. 
It is better that future researchers should consider the leaders' emotional display and their personality traits as noted by Humphrey (2000, as we know that emotional display and expressions in the workplace will be governed and influenced by the individual’s characteristic and the organisations reputations or job classification. It is also known that there are different rules for different organizational environment regarding the formal and informal expressions, Humphrey suggests that many emotional displays can be classified as secondary work behaviours, even though Leadership to accomplish a given task is not as essential as those done with the influence, personality and characteristics. For example, Humphrey made a strong argument in explaining how typing is a primary work behaviour, but at the same time highlighted the emotional reactions displayed by an individual like yawning, bored or expressing some irritation with the mistakes they make while they are doing the tasks in hand as a secondary behaviour. making a typing mistake and yawning in frustration, or yawning in boredom, or in exasperation, this is identified as a secondary behaviour. To classify the stress of occupation’s secondary emotions behaviours, it is almost certain to change the organisation environment. if it is required team member to have a direct contact with a client when interacting where it might create an intense emotion or like having an occupation in hospitality, which certainly will create a high percentage of emotional displays. This might lead to understanding the emotional expression inside the organisation’s emotional behaviour and comparing it with other organisations or other parts of the same organisation’s environments, the types of leaders. Furthermore, it is also has been stated that care must be taken in to consideration depending on the link between the types of emotional expression and the meaningful leadership behaviours of the group’s dynamics. Staw and Barsade (1993), Even though there is not much evidence to support this theory supporting the positive effect that leads to higher performances. However, we made the point that important research must not be drawn into the false expectation of thinking that managers should focus on the effects of positive thinking and completely ignore the negative effect expression. As the overall result of the groups performances increases and the organizational expectation grow which will show the characteristics of individuals and their job performances, etc.) Negative emotion expression is when employees show frustrations, anger, and sadness which will be a parameter to gauge the fruitfulness of the group performance and it will certainly provide materials that are as important as the expressions of positive emotion. Therefore, I should be careful to agree with the studies of the role the groups play in interacting with the leadership (Yukl, 1999), and as we know now that it is not just a part of a relationship involving one individual leader with one individual follower. it is better to suggest this as a sole leadership behaviour. Consequently, the research should concentrate on the behaviours of the leaders and mangers show while interacting with their subordinates instead of group members character style and personality over shadowing. another way of analysing group interactions is discussions and dialogues rather than individual data collection system like individual questionnaires and in this way, we will gain knowledge and understanding and knowing that leaders being the managers of the group emotions. Most research on transformational leadership or personality leadership concentrate on dyadic operation leadership instead of involving group interaction leadership (Yukl, 1999), majority of leadership studies concentrate on the relationship between the followers and their leaders; however, the fact is that this only concentrates on the dyed neglect of followers and leaders of a larger group. Yukl (1999) suggests that it is important to understand how leaders influence group progress ‘because they have the necessary tools to interacting with the group members and influence the group where it will lead to a high level of performance By knowing through understanding the characteristics and the dynamics of the circumstances that might influence the emotions of the group members, from this we learn and have a greater understanding of the influence and the progression that leaders have while they interact not only with the individuals of group members but with the whole groups. 
[bookmark: _Hlk106818756]5=leaders and mangers vision in the workplace-
Managers are the once who are assigned to manage a task, so they can achieve the desired goals through key functions of planning and budgeting, organizing, staffing, problem solving and controlling. Leaders on the other handset direction, align people, motivate and inspire.   managers are the individuals who has the responsibility to finish the tasks that are in hand and at the same time getting the best out of the workers, they are also in charge of staffing, budgeting and any problems that need solving, in the process , they plan ahead for the benefit of the organisation and the group whereas leaders role is to get the best out of their followers by inspiring and motivating them (Kotter, 2001).figure 2
Paul birch insisted that managers in bigger organisations are always concern or give more attention to the tasks in hand so they can be finished in satisfactory environment, whereas leaders always focus on the workers but at the same time it doesn’t mean that leaders are not concern about the tasks in hand, they support whole heartedly as the outcome depends on it.
Leaders always see the people as people while managers see people as resources, some studies say that being a leader, you must have a sole, passion and creativity, while managers are supposed to have a mindset persistent at achieving goals.
Leaders must be flexible with innovation mind and be able to inspire and encourage whenever possible, they must be independent but being a manager is all about the ability to delegate and deliberate in analytic way, stabilise, flexible, innovative, inspiring, courageous and independent and at the same time a managers should be able to consult, analytical analyse, deliberate, and authoritative (Capowski, 1994). The big difference between leadership and management in the workplace (Kotterman,2006). Management and Leadership is all about having a Vision  to Establishment and develop within the organisations and to show interpersonal attitude ,to see the human development vision , networking ,staff maintenance with structural development mindset, ,clear delegations ,owning responsibilities and being authoritative whenever required, also  being able to amend and establishment the vision and policies needed for the organisation to be successful, aiming to have the organisation and workers pulling the same directions, trying to eradicate any low levels of emotions to cause destructions, ,and to encourage high levels of emotions as this increases the levels of expectations and executions , leaders should be able to solve any problems while at the same time taking a calculated risk , while mangers vision is to constantly aim for higher productivity as they will answer to the leaders and stakeholders, to have a problem solving Vision, vision order ,predictability Provides expected results consistently, as this will give leaders and stakeholders  high levels of emotions and satisfactions, Promotes useful and dramatic changes, such as new products or approaches to improving labour. 
[bookmark: _Hlk106818840]6-Conclusion
Since I have been doing these assignments about leadership and managements and headship, it has taken me a while to differentiate between the two or may I say the three? I have tried my best, but I am still in the middle ground to see the difference, but I can see the points, where others are tried to show the differences. There has been so many researchs and studies done on leadership and managements and headships where some of them came to the conclusions that they do the same thing where others think the opposite and think that they do different roles. John Kotter 1990 created a framework of understanding the difference between leadership and management, he argued that management role is to establish security and order as leadership is to promote change and fluidity.
Managers role is to promote consistency which will lead to efficiency, managers to oversee budgeting, planning and staffing, problem solving and controlling. Leaders on the other set directions, Motivations and inspiring, in bigger organisations managers give more attention to achievable tasks to accomplish goals, where leaders give more attention to the workers, but this doesn’t mean that leaders don’t pay attention to the tasks in hand, but leaders see workers as workers, whereas managers see the workers as resources
Leaders have soul, passion, and the creativity, while managers have the mind and the persistence, they have characters, flexibility, innovations, inspiring, courage and independence while managers are good at consulting, visualising and deliberating. I do understand the arguments set by different researchers making their conclusions but to me as a self-employed person, I always classed myself as a leader and when I need a head person to manage a certain task then I appoint a manager, and to me that person is a leader when I am not there, but to me leader and manager are too similar but headship is different but the clarity between leader and manager is very close as headship? headship of organisation by default without having the tools to be a leader or a manger.
In my questionnaire , it shows that I am an autoreactive and a dictator but I disagree with that as I am a perfectionist and like giving directions to my workers as I wouldn’t like to have people making mistakes or making excuses, I am happy as long as people do their best, when I had my building firm, to eradicate most of problems as I made sure that everything was on site for the next and builders wouldn’t come to work without having all the tools needed so their wont be any excuses and that is why my company became so successful and still is after I left
Figure 2
[bookmark: _Hlk106818876]Comparison between leadership and management
	process
	management
	leadership
	
	

	Vision establishment 
	Plans and budgeting, planning process, interpersonal attitude about the vision
	Direction, vision and expected plans, strategy and achieving them, showing passion about the vision
	
	

	Human development and network
	Staff structure, delegate authority and maintain vision, display low emotion
	Align plans and vision, make them to accept the vision, show high emotion and increase choices
	
	

	Vision execution
	Control process, identify problems and solve them, take a low risk
	Inspire and motivate, energise employers, overcome barriers, take higher risks to solve the problems
	
	

	Vision outcome
	Maintain vision, provide expected results, consist to leadership and stake holder
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Directions
1.     For each of the statements below, circle the number that indicates the degree to which you agree or disagree.
2.   Give your immediate impressions. There are no right or wrong answers.
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Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

	1.
	Employees need to be supervised closely, or they are not likely to do their work.
	1
	2
	3
	4
	5

	2.
	Employees want to be a part of the decision-making process.
	1
	2
	3
	4
	5

	3.
	In complex situations, leaders should let followers work problems out on their own.
	1
	2
	3
	4
	5

	4.
	It is fair to say that most employees in the general population are lazy.
	1
	2
	3
	4
	5

	5.
	Providing guidance without pressure is the key to being a good leader.
	1
	2
	3
	4
	5

	6.
	Leadership requires staying out of the way of followers as they do their work.
	1
	2
	3
	4
	5

	7.
	As a rule, employees must be given rewards or punishments in order to motivate them to achieve organizational objectives.
	1
	2
	3
	4
	5

	8.
	Most workers prefer supportive communication from their leaders.
	1
	2
	3
	4
	5

	9.
	As a rule, leaders should allow followers to appraise their own work.
	1
	2
	3
	4
	5

	10.
	Most employees feel insecure about their work and need direction.
	1
	2
	3
	4
	5

	11.
	Leaders need to help followers accept responsibility for completing their work.
	1
	2
	3
	4
	5

	12.
	Leaders should give followers complete freedom to solve problems on their own.
	1
	2
	3
	4
	5

	13.
	The leader is the chief judge of the achievements of the members of the group.
	1
	2
	3
	4
	5

	14.
	It is the leader’s job to help followers find their “passion.”
	1
	2
	3
	4
	5
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4.2 Leadership Styles Questionnaire
(continued)

	
Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

	15.
	In most situations, workers prefer little input from the leader.
	1
	2
	3
	4
	5

	16.
	Effective leaders give orders and clarify procedures.
	1
	2
	3
	4
	5

	17.
	People are basically competent and if given a task will do a good job.
	1
	2
	3
	4
	5

	18.
	In general, it is best to leave followers alone.
	1
	2
	3
	4
	5




Scoring

1.     Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).

2.   Sum the responses on items 2, 5, 8, 11, 14,  and 17 (democratic leadership).

3.   Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez-faire leadership).

Total Scores
Authoritarian Leadership  38	  Democratic Leadership 12 	 Laissez-Faire Leadership  	 

Scoring Interpretation

This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and laissez-faire. By comparing your scores, you can determine which styles are most dominant and least dominant in your own style of leadership.

If your score is 26–30, you are in the very high range. If your score is 21–25, you are in the high range.
If your score is 16–20, you are in the moderate range. If your score is 11–15, you are in the low range.
If your score is 6–10, you are in the very low range.

Building Your Leadership Profile

If 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 in this questionnaire.



Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.
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