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[bookmark: _Toc64123723]1.0 Introduction 

Leadership is an important, an integral, and a vital process within the workplace. Therefore, it takes a special individual to work with a team, and to influence and lead through processes, to adapt qualities and behaviours, to achieve specific goals and display the best possible outcomes, to benefit all. 

In this assignment, Emergent Leadership Skills in the Workplace will be discussed.  

Employees play such a vital role in the workplace today.  Whatever the profession, there is a huge reliance on its staff, to give their all and to offer their dedication and support to their roles, and to work as a team to ensure that the business objectives are met, offering longevity, growth, financial performance, and of course a happy and healthy working environment.
In addition, to encompass the above paragraph, any organisation needs a good leader.  Someone to offer inspiration, guidance, and motivation.

This assignment will look at Emergent Leadership, and the role of leadership within the workplace, and how important the role is, to produce the best outcome for a team and the organisation.

Characteristics, theories, and leadership models will also be discussed. Various techniques such as recognised models and theories, including questionnaires, are included, detailed in the Appendices section at the end of the assignment.  By looking at each model, the assignment will determine the potential in using these models, and how they can be incorporated into leadership methods.  The assignment will then look at how these models can produce the best outcome for leaders, their teams, and the organisations.

The Mind Map (Farrand et al., 2002), (Appendix A), attached in the appendices in this assignment, looks at the various sections and structure of Emergent Leadership skills in the workplace.  It breaks down each aspect of the topic, and looks at various aspects including commitment, integrity, performance, development, and other categories.
In the conclusion, the outcome will identify how important Emergent Leadership is in any organisation, and how it is used in the NHS (National Health Service) workplace, and the benefits it produces to offer the best services to its staff, its patients, and visitors, and to all parties that may be involved.



2.0 Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role

A good leader must start somewhere.  They will start as a team member, they will become aware of their strengths, determine a goal, and then pursue that goal.  Strength and a self-awareness are the key to becoming a good leader.  Building on the core of these attributes, leaders can develop, building relationships, inspiring others, offering support, to become successful in their role, offering the team members someone to focus on and look up to.

So, what makes a good leader?  Would I make a good leader?  A good leader takes responsibility in their role and takes the leadership as a priority. Everything that a leader does affects everyone they lead.  Therefore, you must be a good communicator, have commitment, and be highly motivational.  Teams must be able to rely on their leader, to trust them, and to know that they can rely on their leader to take charge in any situation.  So, trust, compassion, hope, and stability, all present as the main characteristics in what makes a good leader.  
Trust needs to be earned.  And when that happens, that is the base for a good leader.  Everything else should fall into place.  

Being honest and open with teams, trustworthy, and be available whenever possible when needed by someone.  People will feel confident and will therefore know that they can rely on you.  Compassion in a leader show that they care for their team.  Offer the opportunity of a questionnaire, to study their requirements and generate feedback (Appendix B).  They are willing to open up and share experiences.  Reacting with empathy and remaining calm in awkward situations, shows that they can be trusted and can be more than a leader, more of a friend.  Hope brings encouragement.  Being able to offer clear direction and guidance.  Offering hope, usually in the form of encouraging communication, allows followers in the team enthusiasm, and gives them focus on their prospects in the workplace.

Finally, stability.  Working teams look to find stability in their leader.  They need to be able to find someone to fight their corner, someone they can count on.  Providing stability to the team, offers them safety psychologically.  The leader must stay in touch with the team, communicate often, verbally, electronically, and in person.  These four main traits will be the glue that holds a team together, to work well, and to produce an effective outcome.

There will always be problems that arise, no doubt.  With continued training, management processes, leadership skills, and feedback from both staff and the public, efforts can continue to benefit to push the NHS to its required potential.  Effective communication, basic strategies, and effective communication all blend to offer the best service possible, through the organisational behaviours of the NHS, and therefore allow them to be able to be classed as one of the best services to the public today.  There will always be problems, financial, waiting lists, staff cuts, but making patient care must be a priority.  

But to be a champion, there must be a starting point, which is the workplace.  An emergent leader should focus to lead a team, to offer that best service.  To make the profession a better place to work in, work with a better team, better services, to be able to offer a better service to the public (Jacobs et al., 2013).  



2.1 What is Emergent Leadership?

In every business or profession, there must be a leader.  And every business needs the right person to succeed in the focus and productivity of the effective running of the workplace.  When considering what makes an emergent leader, it is considered that it is usually the person within a group or a team, that possesses the most influence and characteristics, regardless of their title or status within the workplace.  Some examples of the traits held by a potential leader could be personality, communications skills, seeking ideas or opinions from others within the team, initiating new ideas, and many more.

According to Northouse, (2017); emergent leadership is defined as the leadership when a team perceives an individual as being the most influential amongst a team.  This is in the way that the member treats, motivates, supports, commands; direct or respond to other team members to perform the tasks, however, this member formally not appointed leaders.
An emergent leader is one that is seen by peers to be a well-respected and motivational individual, and one who has the skills, knowledge, and experiences to lead others, can develop and build a strong workforce.  They can be more effective than other leaders within an organisation, as they have the ability and opportunity to be able to adapt and change and to build better working relationships with colleagues.  This in turn, can produce higher motivation within the team, increasing the job satisfaction, and can also produce a healthier working environment, creating innovative staff, positive feedback, and the reduction of costs for the organisation.



2.2 Characteristics of a good emergent leader

Whether as a workplace team, a student in a study room, or perhaps simply being a family spokesperson taking responsibility for matters such as guardianship for another family member, being given the role of a leader means that you are the one making decisions, offering actions, and considering the outcomes, whether positive or negative.  And whether the leadership role is that which is located within a business or professional setting, or simply in a community or family role, it is the skills, strengths, and influences that you possess that shines the path to creating a leadership role to encourage and enhance others.  What emerges, is change.  A change to the leader as they encourage their team and change to the team as they learn and become perhaps potential leaders of the future.

So, in basic terms, leadership simply means “getting individuals facing and moving in one direction and resulting in working towards a desired outcome.”  A determined and competitive opinion of a leader is a great strength.  The opportunity to explore their dreams within their role, offering the time and efforts to students, colleagues, and similar, to educate, coach and mentor, by focusing on the weaknesses and strengths of each person.  This in turn will transform an individual to become better at their own role, and to succeed in a successful outcome.

Emergent leaders hold certain examples of skills that set them apart within a team.  Some of the traits of an emergent leader are good management skills, adaptability, creativity, and self-motivation.  The above-mentioned skills can be expanded upon, as seen in the table below.


	Good management
	Adaptability
	Creativity
	Self-motivation

	Offer positivity
	Offering guidance
	Propose solutions
	Will speak out

	Are respected by team members
	Method changing when needed
	Help to overcome challenges
	Creative

	Have good self-control
	Seeking alternatives
	Risk takers
	Look to resolve situations

	Encouraging
	Approaching the team to work effectively
	Offer new ideas
	Share knowledge

	Excellent communicator
	Inspirational
	Consider performance of the company
	Influential

	Team motivational
	Leading in various skillsets
	Decision maker
	Recognises success

	Honesty and respect
	
	
	

	Team-orientated
	
	
	



(Puresevic, 2022)


Any emergent leader will understand the importance of all the skills as set out in the table above, and how important they are in decision making, the right decision for a successful outcome.  
The leader, the team, the management, should consider all these traits, to maintain the right decisions, and to promote the motivation and inspiration.  By doing so, the outcome should be a happy working team and working environment, a profitable result, and provide a business or profession that can hold their head high in their field of work, and therefore allow them to be proud at what they have achieved.  

For most businesses, profit and encouraging more customers.  For professions such as health care providers, ensuring that the health care trust is one that can hold a ‘badge of excellence’, offering first class care and treatment.  After all, we may not always be able to offer the right answer every time, but at least we can work towards offering the best service possible, and make sure that the customer, or patient, is always treated as No.1, being treated as an individual, showing respect, and offering the right information and best service.  And that starts with the right service, being offered by the right team, being led by the right leader.

In summary, an effective emergent leader is one who is well-informed, one who will listen to their team, not command instructions.  Listening skills are important, not only from a work perspective, but also from a personal and compassionate level also.  Offer guidance and recommendations when faced with a task, rather than specific instruction.  And always be available to work with the team hands on.  If they are short on staff, assist wherever possible.  Answer phones, take paperwork, sit at a reception desk.  Good leadership allows someone to show themselves as a team player and not as a boss.



[bookmark: _Hlk107078483]2.3 Theories of Emergent Leadership 

The traits and styles of emergent leaders can be passed on to team members.  Therefore, a successful organisation needs to rely on successful leaders to bring the organisation forward and to look after their teams.  Knowledgeable, communicative, creative thinkers, all prove to be highly admired in any industry or profession, to accomplish their desired goals.  
For the health profession, there must be a high quality of care to the public, and to be able to function at an adequate level financially.  Having a good leader and team, offers an improved working practice, resulting in better patient care (Brown, 2020).

Skills in emergent leadership can be varied, and there are many.  But they must be recognised as important, and must therefore be considered as priority, in developing and delivering a high-quality service.

Having support and trust in a leader must be one of the most important traits in good leadership skills.  Offering a supportive and open environment, allows team members to step forward and offer thoughts and be able to speak openly about anything, work related or otherwise, and to feel comfortable doing so.  A clear objective allows a leader and the team to work towards goals and levels of performance, perhaps working to a deadline, whilst giving the team the backing and confidence along the way.  Interaction with each other can offer the ability to develop, motivating each other, to improve personal skills, study, and train together.
Individual reviews can be carried out on a regular basis with team members and the leader.  Evaluation, reward, criticism, can all be discussed at these sessions.  Individual development programmes can be considered, offering the opportunity to expand on career roles if there was a suitable candidate.  At these sessions, individuals usually find it easier to open up and discuss any issues that may have arisen within the workplace, such as work colleague conflict or working tasks.

Having a good leader to work with will offer a team the sense of being made welcome within their working environment.  They will feel that they are part of the overall organisation, and be seen as a name and job title, rather than a number on a job sheet and just another person in the office.

Offering self-motivation, emergent leaders are intrinsically motivated, seeking solutions and offering guidance. They start alone, offering the opportunity to create ideas and motivate projects.  They are influential, offering positivity, and actively seeking to assist others, offering support.  A good leader will usually think outside the box, propose solutions when completing tasks, and are risk takers.  Therefore, leaders can adapt to most situations, changing their role to fit in with what is required of them.  This trait of adapting, offers self-management to a leader, giving them role of a supervisor and processing their own behaviours. This is an excellent trait for an emergent leader, as it offers them the chance to excel to the management teams and show their skills.  Finally, there is always a team effort.  An emergent leader must understand the role of the team, how they work, listening to their requirements and suggestions.  The success of any company or organisation is all down to the team efforts of the staff that are employed.  A good emergent leader inspires and motivates the team to create a happy and productive working atmosphere, and hopefully inspire leaders of the future (Thomas et al., 2003).



3.0 Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change 	

A personal choice of leadership model that can be very effective, is Deming’s PDSA cycle (1986), which offers as a very good option to offers to staff in relation to customer feedback.  By implementing a PDSA cycle (Christoff, 2018), staff are given the opportunity to learn from feedback.  This is a very effective tool, and one that is easy to use.  It is well recognised within the NHS, and most certainly one that I would favour if leading a team.  

Identification of workplace improvements within the Trust are required to be addressed as a matter of urgency, as small issues can quite easily develop into large complaints.  The use of the PDSA model, gives the team a learning opportunity, to investigate the issues that have been raised, and how to split them down, and focus on the faults and rectify them (Mann, 2011).  

For example, this could be a simple task to perform with a member of staff, a receptionist, who has been pulled to one side following a comment made by a patient’s relative.  The comment made is that the receptionist was very uninviting, not raising her head to greet the patient and relative, not smiling, and being quite rude and abrupt in her introductions.  Therein, offers the issue of customer, or patient, value (Merz et al., 2018).  The use of the PDSA (Appendix C), points out each area of the complaint, and follows through to the eventual outcome.  This provides the leader with the opportunity to raise the concern, offers the receptionist an opportunity to consider her actions and be able to act upon them, making sure it doesn’t happen again.  It will also provide closure for the management team, who may have received an official complaint further down the line regarding the receptionist.

There are many models suitable for the use in similar circumstances to this issue discussed in this part of the assignment.  One of these is detailed further in section 4.0.



3.1 Relationship Management	

The quotation “Knowledge Management draws from existing resources that your organisation may already have in place - good information systems management, organisational change management, and human resources management practices”, (Pauleen et al., 2017), is one that seems to reflect well within the healthcare organisation of the NHS.   It suggests that the resources currently in place in the profession are all good and well.  

However, somebody needs to take control of the ‘factory floor’, the staff, the patients, and the care.  With the continuation of information feedback, good management skills and HR practices, are all very helpful to the profession, but it is a constant requirement to consider the feedback, work on it through change, and develop a service that will continue to offer the best care into the future.

A truly inspiring Head Teacher of Risca Community Comprehensive in Caerphilly, South Wales, John Kendall, made some wonderful comments to his pupils recently.  Expressing his sincerity to the hard work of his pupils, and therefore showing his commitment to his leadership skills, Mr Kendall commented: "The GCSE exams are over! I'd like to thank the staff who have worked so hard to support these students through the challenging years of secondary education, you've been amazing.  I'd like to thank the parents and carers who have been so supportive of their children and the school during these disrupted years. But most of all I'd like to thank the pupils themselves, who have been amazing.”  Mr Kendall went on to say: "Their resilience and commitment has been superb; I am sure this will be duly rewarded when the results come out. They can now relax and look forward to their prom next week." (Wightwick, 2022).


 
3.2 The need for leadership	 

Staff training, patient feedback, regular meetings, are all basics in the approach to offering a service to be proud of.  And including the emergent leader in these tasks, the teams of staff on the frontline can be kept up to date with the workplace requirements of them, any staff news that needs to be fed through the staff system, and performance study.  Leaders could be the ‘middleman’ in the equation, offering information and knowledge to the team, and to gain feedback to offer back to the management.  This is particularly important for the NHS Trusts to continue to listen and learn and use the feedback to the best of their advantage, to support their teams, and provide a patient experience that is remembered as positive, not a negative one. (Ooi & Pickering, 2007).

Situational changes within the NHS impact greatly in the performance of the NHS.  Topics such as economic, political, behavioural, and financial, all impact on the service. So, it is vital that there is a continued process of care within teams, making sure that leaders make a conscious effort to liaise with their teams, to offer knowledge and advice wherever possible, to listen and communicate to staff when there are issues.  This keeps a happy workplace, an efficient team, and excellent care to the public.

Knowledge plays a huge part in emergent leadership, and the skills that can be learnt from it.  From the paper titled "Knowledge and Knowledge of Knowledge: What We Know, What We Think We Know, and Why the Difference Makes a Difference”, the focus of team relationships and consequences of results of knowledge, highlight the importance on consumer knowledge, how it determines behaviour, and decision making from customer feedback (Feick et al., 1992).  Feedback can help to change the routine of a workplace.  The leadership skills, adaptability, and organisational knowledge, allow the opportunity to present new skills and training programs to workplace teams.



3.3 Let your team take the lead 	 

The NHS has become one of the most revolutionary commodities in history today.  It thrives on its knowledge, learning and continued care.  Every day can offer a learning opportunity, from success stories, as well as situations when circumstances do not go as planned.  Knowledge management, combined with emergent leadership, provides improvements to every team member, from managers to doctors and nurses, administration staff to caterers, to be able to offer the best care to patients (Grivol, 2019).  A continued effort to encompass the entire workforce within the organisation, offers the team/s to be able to promote ideas, offer themselves as potential leaders moving forward, addressing workplace issues, perhaps even looking to gain team building such as evenings out or day trips to bond as a team (Bedi, 1993) (Largent, 2016).  

Contributing methods and understanding across the boundaries of the profession, the services can be studied, and can be worked on accordingly, to provide first class service (Currie et al., 2008).  In fact, any organisation must be seen to offer a first-class service, it is their core responsibility.  Organisations build on their quality of service.  Knowledge, skills and learning, all link to produce a smooth and effective running of the workplace.

So, how can managers encourage emergent leadership?  When do they know when and who to encourage within the team?  Focus is on those who appear to have that extrovert dynamic.  However, the introverts need to be considered also (Belasco et al., 1994).  It’s not a case of they wouldn’t excel in the workplace.  It’s more of a case that they believe that they cannot.  They worry, they lack confidence, they underestimate themselves, showing negativity.  And most of the time, the most effective leaders are those who are introverted, that’s where the potential lies.

A negative attitude doesn’t need to stop anyone seeking a leadership role.  By developing strategies, to be able to gain fulfilment and workplace enjoyment, will offer the introverts the chance to step into the game, along with the extroverts.  It becomes a level playing field.  

Managers therefore need to offer a leadership dynamic within the team (Covey, 2006), one that guides and facilitates on a ground level, rather than stepping in like a Sergeant shouting orders around.  After all, it may not be the strongest, loudest, ‘know-it-all’ extrovert, that takes the next leadership role.  It could be the unassuming, quiet person, who lacks confidence but underneath, holds a mountain of knowledge.  Encouraging that person, can offer the potential to bring forward possibly a great leader (TedTalk Laszlo Bock, May 2015).



4.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on individual workplace performance 	

[bookmark: _Hlk107161121]Following the leadership model as explained in Section 3.0, there are other models in which suitable outcomes can be reached in the workplace, following staff issues.  In this section, I have decided to detail the GROW model (Appendix D).  The GROW model (Whitmore, 1992) explains the conversion of information through the processes of Grow, Reality, Options, and Way forward, being used here for the purpose of the receptionist (McBride & Mustchin, 2007).

Both models give the desired outcome, however the ease of use of the PDSA model issue regarding the receptionist is one that appears a very effective tool within many organisations, due to its simplicity, detailing the situation and producing an effective outcome (Best & Holmes, 2010).  Having a leader to address the situation of the complaint against the receptionist, means that issues can usually be dealt with a rectified a lot of the time at base level.  And it is having the leader to take the situation into their hands, and deal with it accordingly.

Similarly, to that of the case of Ricardo Semlar, CEO of SEMCO, in a paper, A Revolutionary Model of Leadership (Maddux, 2014), both models addressed above, show a simple breakdown of the issues that need to be investigated, and how they could be perceived by others, and eventually producing an outcome that is welcomed by all.


[bookmark: _Hlk107078510]
4.1 Critical evaluation of leadership theories	

Why do businesses and organisations choose to use emergent leadership?  Everyone within the workforce can benefit from the leadership.  From management, right down to the team of workers.  Employees can offer ideas and make decisions within the workplace, however, having an emergent leader, offers the opportunity for the team to become more independent within the workplace.

Styles of leadership can affect how people work, thus resulting in the final goal and how a business or organisation achieves.  A good and dedicated leader must show flair, passion, knowledge, and experience (Lencioni, 2006).  By applying an effective leadership style, taking the team, and working with them efficiently, will encourage opportunities and produce a team that will work well together and hopefully share a happy working relationship.



4.2 Effective leadership in the NHS

Today’s healthcare environment is a very complex one.  There are so many laws and disciplines that are put into place to keep the organisation running smoothly.
The right leadership should come from someone who looks to influence and achieve the desired outcome, whilst setting the right goals, taking risks, communicating well, using the correct processes, and inspiring and empowering their team.  This will result in achieving the objective.  

The personnel within the health sector have a duty to oversee the promotion of the right leader, to develop results of past experiences and to re-examine any faults, and in fact the positives, of any outcome.  The faults can be discussed and examined, to make sure that these will not arise again, or if they do, then they can be dealt with in a quick and more professional manner.  And the positives, can be ‘polished’, to encourage even better results each time, the etiquette should be examined (Bolman, 2003).  The experiences of the past, good and bad, can be the focus of the future, to develop ideas, nurture existing personnel that show flair in becoming potential upcoming leaders (Williams, 2002).  In showing the faith and trust in their team, a good, powerful, and successful leader will be able to secure trust and faith in their team and will almost certainly add hope and security to the team and the organisation for the future.

Pretty much every workplace has changed since the start of the Covid-19 pandemic.  For most people, the workplace is still one that must be used, such as factories, retail outlets, and healthcare organisations.  However, the workplace has been modified to accommodate this pandemic.  A lot of people work at home now, only attending the office on fewer occasions.  There is also an increase in flexible working hours, allowing fewer staff to work alongside one another at the same time, allowing a safer working environment (Covey & Collins, 2020).

This way of working may seem easier moving forward in the future.  Who needs to be present in the workplace?  How many staff at one time need to be in an office?  Leaders must be able to gain knowledge of these situations, liaising with the teams, finding out what work needs to be done, and what are the personal requirements of the team to make them feel comfortable (McMurry, 2019).  Leaders can then feedback to managers, to ensure the smooth running of the workplace continues despite the pandemic disruptions, and that the team remain happy and feel safe in their working environment.
5.0 Conclusion

This assignment has focused on emergent leadership and the role it plays within the healthcare sector.  The need for leadership in such an organisation is an important one.  Department collaboration relies on building trust and working relationships with each other.  The assignment has shown how the importance of leadership in the workplace, and having followers that entrust themselves with the leader, can make such a huge difference in the workplace, and how the system is run (Goff et al., 2021).  

Interpersonal relationships, building trust, suggesting initial ideas, execution of the daily tasks, all identify as crucial areas in which leadership roles play a significant part in the workplace (Lencioni, 2009).  The leader can use these traits, emphasising the importance of how they can be used to their greatest effect (Bandura et al., 2021).  Leadership development encourages the approach of individuals, and how they address their role within the workplace.

Healthcare organisations have an enormous financial output.  Cost implications of changes in procurement are phenomenal, rising to billions.  Constant spending on building works, purchasing of the latest equipment and technology, staff uniforms, and catering.  However, there does still appear to be little time focussed on the staff and how they are respected.  There still seems to be very little focus on Mindfulness within teams (Weick & Sutcliffe, 2006).  Managers continue to fail in understanding the importance of their teams working on the frontline.  After all, it is these people who are the backbone of the service, and who perform 24/7, to offer the best service to their ability.  This is where emergent leaders step in and take the reins, make the team unstoppable (Mahoney, 1997).  By having effective leadership roles within the trust, issues can be investigated a lot further down the line, hopefully rectified.

In conclusion, anyone can be a leader, an effective leader.  But there must be a clear and concise balance of leadership aspects, from business to honest and moral (Atchison & Bujak, 2001).  To lead a team, there must be confidence and reliability.  To lead by example, a rallying cry (Lencioni, 2006).    Offer criticism where it’s needed, but also offer compliment when a task is done well (Blanchard & Johnson, 2004).  Leaders don’t always get it right though, so admit when they are wrong, or invite ideas that they may not see as being beneficial to the workplace, and make a change (Harding & Dunn, 2003).  

We are all human beings; we learn from our mistakes.  Or this can be seen as, “we don’t make mistakes, we make learning opportunities”.  How these opportunities are handled offers the training experience for the team (Hutchinson & Purcell, 2010) (Lencioni 2003).  There are so many good leaders in the world today.  They have gained knowledge from experience and used their knowledge and leadership skills well.
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 Your role  Questions  

G  -   GROW  Discuss th e issue   Clarify the goal to be achieved   Compile a SMART objective  Can you highlight the problem  we are here to resolve today ?   Can we look at an ything to  make a difference in the  workplace?   What would you like to  achieve from todays meeting?  
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