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Introduction 
1.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on individual workplace performance.
Asserted by Northouse (2013) “Leadership is a process whereby an individual influences a group of individuals to achieve a common goal”. (Northouse 2013: p.5) In examining the styles, behaviours and traits of leadership including that of their own, this report will also review its impact both positively and negatively within organisations. How fostering the wrong leadership style can manifest into dysfunctionality of a team and how adapting leadership style should be deployed to be productive and effective within workplace performance.
1.1 Leadership Skills
Kouzes and Posner (1987) recognise ten leadership commitments that are classed as traits, and further accentuate results of their research also identified five best exemplar practice modes of implementation, providing meaningful and influential attributes, to become an effective leader within the workplace who motivates and empowers employees. Modelling the way – whereby a leader contributes towards tasks actively showing they are a “doing” leader, inspiring a shared vision, encouraging all to share values, focus and belief, also undertaking process challenges to ensure it is the right way for efficiency and productivity to meet successful outcomes, imparting employees with the tools to enable problem solving and finally by encouraging the heart through acknowledging employees’ successes and in some instances rewarding them. (Kouzes & Posner, 1987) 
This being said, in contrast, Charteris-Black (2006), asserts that it is vison that dominates new leadership as recognised in their research, explaining further, the ability to formulate, communicate and act on visions has now become a centric component. However, further into their research, it is claimed that whilst studies argue its centric positioning, very few clearly define in what manner. (Charteris-Black, 2006) In this report, the authors own research will examine the claims in their validity in respect of the authors leadership.
The author is an active leader and likes to lead with example. During the period where remote working was essential due to the pandemic, they undertook several tasks with the team to support, due to the lack of confidence of staff in undertaking them remotely. By supporting the staff in this way, it built their confidence and motivated them. Accessing directly into work internal systems and recognising the appropriate methods, without corrupting or interfering with college software and financial systems, gave them empowerment to undertake these duties. Accentuated in the example is the authors ability to motivate and empower others by leading by example, showcasing an ability to act in various capacities within an organisation, depicting a distributed leadership type, creating opportunities and mobilising their expertise.
It is stated by House et al (1991) that at individual level, traits are said to influence the seeking of, and fit with, managerial advancement (House, Howard, & Walker, 1991) Resulting in greater organisational status, advancement and wage increase. (Becker, 1975) Again, reiterated by (Locke, 1991) that understanding of one’s own skillset can reinforce its effectiveness as a leader (Locke, E.A. 1991). Identified in the author’s own workplace, whereby as a hierarchical structure, an effective leader will be recognised, acknowledged and recommended for higher positions or secondment to higher positions. (Becker, G.S. 1975). Figure 1 identifies the complexity and integrated components that result in managerial advancement. Comprehensively, showing key factors that influence traits. An example can be seen in networks, skills and performance which relate to communication. However, the author identifies further communication traits such as family, networks and mentoring which they feel are all communication led, dialogue and discourse enriches leadership and upskilling by undertaking others’ viewpoints, when engaging with the team. Ascertaining their views on certain processes can bring new perspective to meeting objectives and targets, give more effective and productive processes whilst also creating an opportunity for staff to buy-in to change, not dissimilar to that of Kotters change model. (Kotter, John P. 1996). 
Many layers apply to leadership skills, to be considered and embraced to be a successful and effective leader. As reported by Tharenou, (Figure 1), leadership skills are driven by the undercurrent goals, measures, organisations, management skills and success. Responding further by asserting “they need to be committed towards vision and goals, they need to acquire an efficient understanding of their job duties and responsibilities, demonstrate honesty and integrity, set an example in terms of their jobs, understand how to motivate others and stimulate their mind-sets, generate awareness in terms of measures to cope with problems and challenges, exercise control on psychological problems, provide solutions to various types of problems and challenges, promote mutual understanding and create an amiable environment within the workplace”. (Tharenou, P. 1997). The author advocates it would be prudent for an organisational leader to consider such influencing factors to draw on the correct and appropriate leadership style in undertaking leadership direction, ensuring best and most effective ways in achieving optimum performance from an individual. Identified in the authors workplace through hierarchal structure, organisational or departmental staffing structure, investment in recruitment and training and organisational culture and vision, the organisation invest in such areas to provide growth, productivity and talent pipeline, underpinning quality in service delivery for learners. 

Figure 1.  Source - Tharenou, P. (1997). Explanations of Managerial Career Advancement. Australian Psychologist, 32(1), 19–28. 
In conclusion, the author agrees with the above and posits several theories/models need to be used by a leader to effectively deal with arising circumstances and situations within their workplace, dependant on characteristics and personality of their team to draw on the best results and outcomes. It also illustrates the need for a leader to be cognisant of emotional intelligence in undertaking the correct methodology to address the challenges faced.
[bookmark: _Toc135590360][bookmark: _Toc138364570]1.2 Leadership Models Competencies and influences in organisational structure
Various competencies direct and influence leadership models, each with distinctive focuses: - 
Competency models: Whereby the focus is workplace skills, qualities and competencies, where characteristics may advise the competency framework and leadership styles.
Theoretical models: Based with an academic focus deriving from scholarly research. academic knowledge provides theoretical insights to effective leadership.
Value models: Comparable to the competency model with more accentuation on values and behaviours of individuals. 
Effectiveness models: Identifies the effectiveness of a broad range of attributes, skills and competencies to specific situations to evaluating outcomes. 
Purpose models: Specific and measurable with a focus on projects. 
Applicative models: Designed on knowledge of workplace and overall industry perspective/vision. 
It is appropriate to say, that each have a bearing on the need for leadership dependant on situation. Again, the author recognises the similarity to that of leadership skills, in essence a leader will need to assess situations, be attuned to their emotional intelligence and be perceptive in understanding which to implement to lead to achieve success in the required outcome. (Komives et al., 2011)
[bookmark: _Toc135590361][bookmark: _Toc138364571]1.3 The STAR Model and its correlation to Applicative Theory and organisational relationship to Jaguar Land Rover (JLR)
The Star Model (Appendix A) is underpinned by five main objectives, emphasising an organisational approach to stakeholder need to determine the leadership direction, for advocate and implement within their organisational teams, policies and structure. Emphasis of direction is driven by organisational strategy and vision. Underpinning this is organisational structure determining power to be where decision making lies with through-flow into defining the way in which processes are governed. Rewards signifies a motivational opportunity for individuals to perform and achieve set goals. However, the significance of people is affiliated to that of policies which influence and define the directive of staff mindsets and skills. (J.R. Galbraith 2011)
This model is indicative of an applicative theory/model, in which directive is pushed from an organisational objective.  By way of policies and regulations driving the internal elements and interfaces of the organisation to align with its vision, values and beliefs therefore creating the perspective of employees to meet shared goals. (Bass & BASS, 2008)
However, a hierarchical leadership structure within an organisation can be far removed from that of operational resource and seen as an impersonal approach. Communication channels between leaders and employees can therefore be distorted or silent.  In contrast, a flat management structure, comprising of cross departmental managers and leaders, will give way to wider communication whereby they are closer to operational staff to hear their voices. (Carzo & Yanouzas, 1969). Within the authors workplace each department has a manager, responsible for operational meetings, consequently nurturing upper management feedback, initiatives, challenges and solutions presenting an effective and efficient department to who consequentially then interpret, leading visionary change and strategy. Actively aligning both managerial and leadership activities to ensure end goal results.
As an example, JLR, develop their strategies in line with customer need and feedback, in order to undertake an understanding of their micro and macro environs. Analysing, with their results, the influencing factors that determine internal management of time, quality and cost. Defining their process towards that which management and leadership will focus within their organisation vision. (Becker et al, 2011). Comparable to the applicative theory in relation to organisational drive, in addition reflective of the Star model in utilising a circular methodology, from customer through to formulate and implement within processes, policy and organisational strategy.
[bookmark: _Hlk135930776]This can be argued that although it is a trait of the leadership theory has the tendencies of management and not that of a leader whereby as iterated by Kotter (1990) draw their activities based on operational day to day activities, in contrast to a leader which proposes a more strategic approach in setting vision and direction. (Kotter 1990). The author claims it is an experienced leader that has the knowledge and expertise to combine both attributes to provide guidance and support, when necessary, but can motivate others to achieve successful outcomes.
[image: ]
Figure 2 – Source Kotter, John P. (1990). A Force for Change.
Asserted by Nigel Blenkinsop, Director of Operation, JLR (2018). leadership and strategy entwine. 
“Change has been a constant feature of life at Solihull. We have succeeded through having clarity of purpose at all levels, developing the systems to support performance, coaching into teams and encouraging talents to be used for the common good.” (Jaguar Land Rover, 2018)
Further confirmed within the research, by the admission of ground floor operational employees resulting in belief that, leadership and strategy permeates to factory floor level. Convincing the article researcher that of “JLR really does want its people to thrive and play their part in the success of JLR.” The Manufacturer (2018)
In conclusion it is evident that The Star Model poses the elements and ethos that drives leadership and change within JLR which is valued by their employees. However, not all organisations are the same and have differential vision and methodologies to support organisational leadership.
[bookmark: _Toc135590362][bookmark: _Toc138364572]1.4 Motivational Theories 
In contrast, motivational theories centre around employees, where leaders can create the correct environment to motivate and inspire others to be empowered and instil job satisfaction. It can be intrinsic and extrinsic to some individuals. People may be career driven to manoeuvre through organisational ranks, others may be motivated by team interaction defining their motivation through social need. (Reykowski, J, 1982)
Autonomy plays a significant part within the motivational theory, where individuals will be empowered by setting their own goals and achieving tasks based on own capability, knowledge and competencies. (Chen et al., 2011). As a leader, the author encourages autonomy within their own department encouraging their own emotional intelligence, decision making and determining a solution-based approach to challenges and barriers. In order to do this, it is a regular agenda item on the team meetings. It motivates staff to come up with individual solutions to address team and departmental challenges. Doing so empowers individuals in posing their own solutions, the author also recognises as a leader, this is fundamental in encouraging and motivating staff to feel heard, be included and that differential team culture can bring insight and fresh perspective to addressing issues. (Kanat-Maymon et al., 2020). Within their workplace they encourage individuals to set two objectives in their annual review, giving opportunity of ownership and self-motivation to achieve individual goals in addition to those set by manager. The purpose is to give autonomy, be a part of the process and moreover, increase knowledge and skillset, which in turn is invested within the department, improving organisational productivity.
[bookmark: _Toc138364573]1.5 In achieving higher goals, does that mean individuals have the confidence and capability to perform? 
Sometimes, ego within an individual, may hinder progression and organisational growth. In thinking they know all, poses problematic issues in terms of team dynamics as identified within Lencioni’s Dysfunctional team theory. (Lencioni, 2002). Similarly, recognised as a hindering factor within Tuckman’s theory. (Tuckman, B. 1965). He identified a period of storming which can be replicant of situations where an individual’s voice is higher than others, by way of controlling the situation and asserting their solution above others, projecting dominance within a team. In doing so leaders convey to others an autocratic leadership style, the author posits this does not support group moral. Furthermore, others perspective can be informative and contribute to effectiveness of processes, in addition to projecting solutions to overcome challenges.
‘Hawthorne effect’ (Mayo, 1933/2010) resulted from a study in the 1920’s, theoretically improving working conditions for individuals, whether by increased lighting or increased rest / break periods to measure productivity and effectiveness of the individuals. Results once returned to its former state, indicated that absenteeism had plummeted and productivity at its highest, however, not from the changes but from the attention being given. (Morse & Landsberger, 1961). Additionally, research indicated that individuals forfeited individual performance, replacing with group activity playing a team achievement as opposed to standing out from others irrespective of their ability and success. Research also indicated that supervision had little or no effect. Concluding, that giving attention can motivate individuals, creating greater output and increased productivity. Essentially, defining that man is motivated by social need. (Sedgwick & Greenwood, 2015).
In contrast to JLR, Coca Cola’s leadership approach is attuned to a motivational theory and takes an empathetical approach to benefit and reward for employees. “Our vision is to craft the brands and choice of drinks that people love, to refresh them in body & spirit. And done in ways that create a more sustainable business and better shared future that makes a difference in people’s lives, communities and our planet.” (The Coca-Cola Company, 2022). As a global organisation, it is imperative that countries and culture play a part in their leadership manifesto. Coca Cola’s approach to developing strategy and vision centred around that of employee’s thoughts and feedback.
James R. Quincey, the then Chairman & Chief Executive Officer (CEO), undertook an inclusive exercise in forming their strategy, whereby he sent a personal letter to employees, outlining his vision but encouraged staff to feedback or ask questions directly. (Quiney 2019) (Appendix B). A portrayal indicating hierarchy are open to suggestions and influence by way of input from all employees. In addition, Coca Cola have adopted inclusive methods to capture an organisational viewpoint and feedback on practices, policy and procedures.  Conducting an Employee Insight Survey every year, introducing blogs, and digital formats to capture all employees’ values and beliefs. Highlighting their commitment to embrace the culture within the organisation. In doing so employees feel fostered trust and empowerment and motivated. In addition, to further motivate employees, Coca Cola also offer merit based annual reviews, whereby performance is measured and compensated with merit raises. Additionally, backing up their words of conviction to support the lives of communities, it offers employee’s children an opportunity to qualify for a scholarship fund. (Dwilson S.D. (2018).  Accentuating that leadership in contrast to JLR can be led from a hierarchical perspective therefore their approach is replicant of a motivation theoretical approach. 
Divergently, Herzberg’s theory imparts an intrinsic approach, a non-financial two-part theory, Motivational and Hygiene. Motivation factors such as acknowledging employees’ achievement and fulfilling, challenging and rewarding work encouraging job enrichment, giving additional depth to the job role in acknowledging employee’s success. However, the hygiene factors, he stresses as being the factors that an organisation must ensure is present as without would demotivate individuals. Key factors such as, working conditions inappropriate or lack of clear leadership guidance or correct company policies. Hertzberg advocated job enrichment giving greater challenge to the role, rewarding individuals, giving autonomy through less supervision and trust in individuals to undertake their duties and fulfil their roles (Riley, n.d.) 
Contrarywise an example whereby this was not apparent in their leadership direction in the company’s infancy is the organisation Brewdog. Brewdog customer orientation is at a younger audience, however, was not without a polemical marketing and leadership approach. Expansion of the company into supermarkets in 2008 created an autocratic leadership behaviour, unconscious its employees’ culture or its ethical approach. Subsequently, a letter from the employees was published on the social media platform Twitter, exposing a culture of fear from employees indicating a sense of demotivation from employees. James Watt, co-founder responded with an embarrassed but acknowledging statement: -
"Our focus now is not on contradicting or contesting the details of that letter, but to listen, learn and act. As a fast-growing business, we have always tried to do the best by our team - we do have thousands of employees with positive stories to tell as a result. The tweet by former staff proved that "on many occasions we haven't got it right. We are committed to doing better, not just as a reaction to this, but always; and we are going to reach out to our entire team past and present to learn more. But most of all, right now, we are sorry." (BBC, 2021).
Arguably, Brewdog created dissatisfaction and demoralisation in employees lacked hygiene factors needed for job enrichment, such as Herzberg’s theory with inadequate policies and lack of culture and respect. Acting on employees’ actions, Brewdog undertook the implementation of a code of ethics policy, setting organisational values, business culture and practices. (www.brewdog.com, n.d.).
Conclusively, research undertaken, recognises circumstance has determined the best theoretical approach and fluctuation between models used are driven by organisation and leadership traits. Not all will achieve the desired goal, unless implemented correctly by leaders, with employees responding positively, creating a harmonious team to build productivity, efficiency and empowering others to succeed.
[bookmark: _Toc135590363][bookmark: _Toc138364574]2.0	Evaluate your own ability to use a range of leadership styles, in different situations and with different types of people to fulfil the leadership role.
The author undertook an assessment to determine their own leadership style, categorising traits, skills, process and behaviour endeavouring to identify the prominence of each to the author within their own leadership. The use of Northouse, P.G. (2016) leadership questionnaires, the results of which can be seen in Appendix C, defines the authors leadership style for use within this report as a benchmark for analysis for evaluation purposes. 
The undertaking of the leadership skills analysis results posits a conceptual style leader tendency with democratic leadership as a main characteristic. Through undertaking such a questionnaire, in particular where peers reviewed their perception of the author, was reassuring and also insightful in understanding of their leadership style and influence. Whilst peers’ results indicated a high level of leadership understanding of behaviour, characteristics and the ability of the author to be a fair and motivating leader, as a relatively new member of the department, it was both reassuring and also quite humbling for the author to recognise the impact made in a short period.
The author undertakes her duties as both manager and leader by establishing an understanding of their team. Identifying skills, potential, characteristics and knowledge. An attuned leader will also recognise their need to be understanding of emotional intelligence, in order to create the correct conditions to motivate, empower, delegate, offer autonomy and gain trust. (Daft, 2022). 
Within their previous position, the author, as an initial activity within a new organisation, undertook a skills and capacity audit of the team. Giving opportunity to identify employee’s potential ability and skills. Undertaking such an activity and meeting the employees on a one-to-one basis gave insight into understanding what employees wanted from their roles, where they felt difficulties lay, their achievements, moreover, it gave way to discussion on what was expected from them. (Heim & Sardar-Drenda, 2020). It is recognisable from this example the author portrays tendencies of relationship theories by way of motivating and empowering others, inspiring staff to build self-confidence to achieve set objectives, thus giving autonomy to the team.
The above examples within the authors workplace, signifies their democratic leadership style, involvement of the teams, justifies their feeling empowered valued and unified. Creating a team that feels they are contributing to the processes. Identified also within the questionnaires undertaken by their peers. (Hilton et al., 2021).
Authoritarian leadership offers a very dictatorial approach to leadership, although not a main leadership style used by the author, it is recognised the need to flex to this style in certain circumstances. Although the author feels it is important that staff have significant autonomy, there are instances within leading a team that a need has arisen to use an Authoritarian leadership style. Often used to impose high standards and performance on subordinates advising on introducing more work ethos into their performance. (Chen et al., 2018).
On occasion too much autonomy can result in negative performance within the authors workplace, invariably seen with younger inexperienced professionals. An incident whereby an individual perpetually turning up late and then not achieving set tasks which impacted on team performance, required authoritarian leadership. In this instance the author met on a one-to-one basis. to instil how the individual’s actions had impacted on the departmental goals in addition to that of breaking organisational policy. Still offering the individual autonomy and an opportunity to redeem themselves as a first warning stage, they requested a plan of action from the individual to reimburse hours lost and to meet tasks. Action planning in this way was driven by the individual who had ownership in fulfilling the proposed actions. Monitored closely by the author until performance was resumed and an equilibrium with other team members was achieved. In contrast to the individuals peer who performs without direction and close monitoring, identifies to McGregor’s X and Y theory whereby x needs to be pushed to gain results, opposing effect being Y where individuals can motivate themselves to achieve tasks and results. (McGregor, 1960).
Covid 19 pandemic, threw the world into turmoil, with varied levels of change to leadership being undertaken, in a reaction to mitigate organisational risk. Outlined in research, it is leaders with the ability to be mindful of economic factors that can impart leadership traits and styles that portray conceptual leadership. (Ingsih et al, 2021).
A conceptual leader will account for environmental influences that can impact on organisational performance, evaluating correct leadership style to be implemented. (Manderscheid & Ardichvili, 2008) During the pandemic the author experienced a need to motivate through conceptual leadership undertaking decisions and varied leadership styles. Due to the nature of the pandemic, it was imperative they adopted an empathetical approach to situations, understanding the diversity amongst the team and undertaking an ethical leadership approach. Ensuring religious holidays were considered and team meetings did not conflict with payer times, normally accommodated with an appropriate prayer room in the workplace. When moral was low and team family members, where taken ill by the infection, reverting to a charismatic leadership approach ensured they raised enthusiasm and motivation, by introducing staff quiz and get togethers online on a Thursday lunchtime to just talk or engage on a social level. In doing so creating opportunity for the author to identify those needing additional support. Undertaking, at times distributional leadership to achieve team performance when staff absenteeism was invariable a contender during pandemic ensuring all task and goals were achieved, and duties covered. All of which show the authors expertise as a leader to undertake a conceptual leadership style. It is also responsive to that of the 3 Circle approach set by Adair recognising all factors that are comprised within a team, their characters, achievements, understanding of all individual’s contribution, additionally their different levels of skills. (John Eric Adair, 2011).
It is apparent the author can adapt to change and undertake different leadership styles to respond to given situations and circumstance with ease, to gain enthusiasm, and performance from a team.
[bookmark: _Toc135590364][bookmark: _Toc138364575]3.0 Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.
[bookmark: _Toc138364576]3.1 Direction 
Setting direction can involve instructing on strategic change which may involve taking risks or challenging the norm. However, leaders need to direct, based on evidence, identifying new intelligence to back up need for change and be aware and prepared for any unintended consequence. (Gurr et al, 2020).
Asserted by Bennis (2015) effective and triumphant leaders, have the ability to contextualise objectives or new processes regardless of how disruptive or the disorder it brings to operational dynamics. (Bennis 2015). In agreement with this research, the author posits successful leaders will process the change and adapt to task format, to convey direction to their peers, team and hierarchy.  Knowledge and experience have a significant role to play within mastering this ability. 
Within an organisational and workplace context, the author has reason to adjust process methodologies in line with circumstantial or situational change. As a leader within an academic institution, governing structures influence change such as Welsh Government and a Board of Governors structure. Formulation of both can invariably influence strategy, organisational vision and mission. However, an instance where this has significantly impacted on directional change, was during an instruction from Welsh Government to adapt to online learning and working from home during the covid pandemic. Whilst lucky enough to have had two weeks’ notice there was no strategy to implement change. As a leader the author immediately undertook a resource gap analysis (Appendix D) to evaluate current situation and identify areas of deficiency. Simultaneously developed a short action plan ensuring resources and task were identified with timebound smart objectives (Appendix E), in order to prepare to undertake the transformational change and convey the new method of service delivery for their team endeavouring to put in place a clear communication and process structure. In doing so, this formulated the vision for implementation, removing obstacles and as methodically thought through gave reassurance and confidence to the team once implemented. This method is resonant of Kotters transformation change model in essence the 3 phase approach of creating the sense of urgency, introducing the new behaviour and relating the change into the organisation. The author’s approach was embraced and accepted warmly and with the interventions of support transitioned into a successful implementation with the team being able to perform their duties with clear guidance of tasks, achieving a substantial £3million of claims to the Welsh European Office within this period. (Kotter, 1996). 
[bookmark: _Toc138364577]3.2 Empower 
Leadership empowerment or employee empowerment is a critical factor within organisation in team or employee development (Wallach & Mueller, 2006) Research also identified empowering leaders inspire the creation of organisational or departmental vision, by way of division of power and augmenting autonomy. (Mary, N. L. 2005).
Within an organisation such as the authors workplace, autonomy is encouraged but is driven by job responsibility. As an advocate of employee empowerment as a leader the author takes opportunity to offer the team the ability to contribute to processes and in doing so creates the wider opportunity for individuals to carry out work tasks without micromanagement. Whilst there are specific tasks, each team member actively completes within their roles each join to create a circular process to achieve an objective. Whilst the author agrees on the tasks to be undertaken, the autonomy is on the individual in how they complete these to achieve the task objective. Furthermore, opportunity is given for employees to reflect in team meetings evaluating positives and negatives, defining efficiency and best practice. In using this methodology, the employees are empowered to contribute without judgement, feeling valued. Whilst this simplistic approach is used, it is not without risk to the leader, as staff given the opportunity for greater responsibility and autonomy can foster egotistical attitudes causing dysfunction in the team. However, the author has only seen positive results and embraces others’ opinions in achieving successful outcomes. (Stacey, R. 2009).
[bookmark: _Toc138364578]3.3 Motivation 
Motivation for an individual, can be born from a number of factors such as personal development, positive work environment and exciting and challenging work. It is the authors belief that encouraging motivation will stem from all such factors dependant on the individual desire to achieve job satisfaction.
In motivating individuals, the author encourages open communication with staff members in requests for personal development and actively encourages staff to undertake workplace related training, for the purpose of enriching their knowledge aiding organisational career advancement. Team building exercises the author can identify those with the potential to advance within the departmental structure such as achieving Co-ordinator status as a transition from administration.  An activity to work in teams using AI technology was introduced and staff were put into groups, consisting of five minutes to actively defuse a bomb. One staff member undertook the visual line of sight through virtual technology, another gave instruction, lastly the other deciphered the control instructions being seen by the participant using the virtual technology. Whilst an interactive and engaging exercise the author was clearly surprised by who stood out in giving clear instruction calmly and decisively. This would be in line with the organisation’s expectation from Co-ordinators.
As a reflection of this activity the author met with individuals to ascertain their goals and aspirations that could be aligned with their appraisals and professional development plans (PDP). In discussion, understanding the individuals needs for motivation also became apparent, not dissimilar to Maslows Motivational Theory, in establishing and observing individual’s own need to be motivated. Cautiously also undertaking an analysis of capability to succeed in much the same vein as that of Potter and Lawlers expectancy theory. (Maslow, 1943) (Porter & Lawler, 1968).
Following this a PDP was identified and as a leader additional appraise of ongoing work activity encouraged using motivators such as recognition of achievement and support through the training. Consequently, two of the three staff originally identified, progressed into higher roles increasing salary and work satisfaction.
[bookmark: _Toc138364579]3.4 Delegate – 
“Delegation occurs when the manager gives an individual the authority and responsibility for making a decision, where prior approval may or may not be required before the decision can be implemented” (YukI, 1998). This can be seen, when an individual is given a direct order to carry out a task by their line manager or senior staff.
Research undertaken also notes the junior staff members perception of managers who delegate, not all will accept delegation when they possess an egotistical characteristic, or if they have been in the role for a number of years and believe they know best. (Bass 1990).
In order for the author to delegate tasks within their workplace, it would be prevalent to have an understanding of the individual’s capabilities and skills. It would be a fruitless exercise to delegate to an individual not possessing the knowledge and understanding of how to complete it successfully, hindering organisational performance and success. 
In undertaking delegation when faced with new tasks, the author poses language which is aligned to the individual’s character to ensure it does not portray an autocratic behaviour, such as “Can you take ownership of that task” or “I know this is right up your street, are you ok to carry out this”. Delegating in this manner represents the authors trust in their capability, also giving encouragement to undertake said tasks, as it is often all too common that autocratic leaders will delegate instruct and command tasks to be carried out which can cause hostility. An example of the authors delegation is often seen in team meetings when running through outstanding tasks or indeed offer solutions to overcome issues. The author welcomes new ideas and often delegates the individual to implement solutions with an agreed timeframe to meet and evaluate its success. In this instance the staff feel listened to, trusted and valued for their contribution instilling a good working relationship amongst the team.
[bookmark: _Toc138364580]Conclusion - 
Research evidence substantiates the authors interpretation of emergent leadership where a leader’s role is not linear in its direction. The leader must possess the ability to fluctuate between leadership styles in conjunction with situational circumstance. Experience and knowledge play a significant role in becoming a successful leader. Having the aptitude to understand best use of leadership factors to influence and empower others.
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Source - The STAR Model, J.R. Galbraith (2011)
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Source - Northouse, P. (2017). Introduction to Leadership: Concepts and Practice | SAGE Companion. 
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Source - Gap analysis Medi Williams
	Objective
	Current Position
	Deficiency
	Action

	What do I want to do
	What can I already do
	What am I lacking
	How can I fix this?

	Regular Team meetings
	Face to Face fortnightly project team meetings
	Greater contact to ensure wellbeing and address any issues arising 
	Set times for each project team meetings

	Clear tasks and deadlines
	Set out tasks and monitor throughout the day/week
	Clear written task lists for each team
	Develop a task list template setting clear deadline and when I need to have them returned to monitor completion

	Make sure staff have access to relevant equipment
	Staff have access to PC’s within the department
	Evaluate staff equipment and need
	Circulate a document that captures the digital devices staff have access to or need

	Clear forms of communication
	Use of shared documents
	Software for all to communicate remotely
	Report requirements to IT department so that software is accessible to all staff

	Create a timetable of communication times
	Set out times in the day/week
	Knowing staff home environment and lifestyles
	Speak to staff to establish working patterns

	Ensure staff well being
	Takeaway Thursday (where staff stop at lunch and take time to switch off from the work pressures)
	Staff not in one location
	Set a regular time and day for staff get together/social break and downtime from the busy work environment

	Paper documentation is available
	Access the office audit files
	Computerised format of documentation
	Scan relevant documents so staff can access and complete claim deadlines and tasks
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Action Plan – Source Medi Williams
	Objectives
	Tasks
	Success Criteria
	Time Frame
	Resources

	Goals
	What does the department need to achieve this
	Outcomes
	Deadlines
	Additional support/equipment etc

	Electronic Versions of paperwork 
	Develop electronic versions of participant documentation 
	Full suite of documentation complete and translated for all projects
	1 month
	IT department and reprographics

	Central financial network file for collaborative access
	Authorisation from both departments and a protected file
	File Created
	2 weeks
	IT department, finance director authorisation and External Funding Manager authorisation

	Centralised Payroll information file
	Authorisation from both departments and a protected file
	File Created
	2 weeks
	Payroll department
authorisation and External Funding Manager authorisation

	Centralised HR information file
	Authorisation from both departments and a protected file
	File Created
	2 weeks
	HR department
authorisation and External Funding Manager authorisation

	Remote Network access for all staff
	Work with IT for all PC’s to be allocated to relevant staff
	Staff check access routes
	2 weeks
	External Funding Manager permission and IT department to action

	All software for Microsoft software to be available to all staff
	Work with Head of IT to ensure staff have the most up to date version installed on their PC’s
	Staff to check access and use
	3 weeks
	External Funding Manager permission and IT department to action

	Laptops for all staff
	Utilise new funding allocation to purchase 
	Distribute to staff
	4 weeks
	External Funding Manager requisition
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DECEMBER 4, 2019
JAMES R. QUINCEY ADDRESS REPLY TO:
CHAIRMAN & CHIEF EXECUTIVE OFFICER PO. BOX 1734
THE COCACOLA COMPANY ATLANTA, GA 30301

THE PURPOSE OF OUR COMPANY
Team,

Since we first talked about the concept of Beverages for Life in 2017, we've
collectively created more momentum and belief in our business and across our
system. The concept helped galvanize our actions. It has guided our continued
evolution as a total beverage company.

That was version 1.0. And as a good number of people have noted, Beverages for
Life had a fuzzy connection to the company’s existing mission and vision, and it left
the company’s purpose unclear.

‘Our objective now is to lay out a version 2.0 - and to give context to each piece
and their connections. Ultimately, it needs to be explainable in simple terms, but
also understood at a depth of detail. So please take time to consider the material.
Questions welcome!

BACK TO THE BEGINNING

Our company started in 1886 and grew with a purpose to refresh the world. This
became refreshment not just in a physical sense but also in spirit, and not just to
refresh people but also communities. Since then, we've grown enormously as a
business, spreading joy, optimism and happiness. We've made a difference with our
brands, beliefs and values.

Much has changed in the last 133 years. Today, we are a total beverage company.
‘We're present in almost every beverage category, and we have more than 500
brands. Over 700,000 people in our system help deliver those brands to customers
and consumers every day. But, looking forward, the world faces myriad new
challenges, and so does our business.

We have to ask ourselves: Is the original purpose of the company still valid? Should
it evolve as the world evolves?

WE BELIEVE THE COCA-COLA COMPANY’S PURPOSE IS STILL TO
REFRESH THE WORLD AND MAKE A DIFFERENCE.

It’s uniquely us. It’s why we exist, and it’s needed now, more than ever. In doing so,
‘we must think expansively. It's about how we refresh people in both body and spirit.
It's about how we refresh the planet and limit the footprint we leave behind. It's
about how our business system refreshes the communities we serve. It's about how
we and our bottlers refresh, inspire and develop the people who work with us.
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WE’RE ALSO CLEAR ON THE VISION FOR OUR NEXT STAGE OF
GROWTH THAT IS GUIDED BY OUR PURPOSE.

Our vision is to craft the brands and choice of drinks that people love, to refresh
them in body and spirit. And done in ways that create a more sustainable business
and better shared future that makes a difference in people’s lives, communities and
our planet.

This has three connected pillars:

LOVED BRANDS.
‘We craft meaningful brands and a choice of drinks that people love and that
refresh them in body and spirit.

DONE SUSTAINABLY.
‘We use our leadership to be part of the solution to achieve positive change in
the world and to build a more sustainable future for our planet.

FOR A BETTER SHARED FUTURE.
We invest to improve people’s lives, from our employees to all those who touch
our business system, to our investors, to the broad communities we call home.

‘We'll still use Beverages for Life. See it as an evocative short-hand way to talk about
the vision.
Achieving a vision also means nurturing a culture that makes it possible. Culture is

‘multi-faceted, though it’s ultimately about the right behaviors for each situation. It’s an
expression of who we are.

This is hard to define in its entirety. While there are many valuable aspects of our
culture, we're calling out two behaviors that will make the biggest difference. They are:

ACTING WITH A GROWTH MINDSET.
This means taking an expansive approach to what’s possible. It's the essential,
animating force behind building a better future.

BEING CLEAR ABOUT THE CONSCIENCE WE FOLLOW.

‘Our world is ever-more interconnected and transparent. Our clarity of
conscience means having the compass to do the right thing. We have a long
history of acting with honesty and integrity. When we've fallen short, we've
made corrections. People expect us to act as leaders.

IN DETAIL

The following describes our purpose, vision and culture in more detail, bringing each
part to life.

PURPOSE
The purpose of The Coca-Cola Company is to refresh the world and make a difference.
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sugar. We'll invest in fundamental R&D with a broad network of partners to
find sweet-but-not-caloric ingredients in nature that could offer breakthrough
choices.

* Make packaging part of a circular economy, with a focus on 100% collection
rates and an increase in recycling. Our World Without Waste initiative is a clear
strategy with commitments to recover a bottle or can for every one we sell
by 2030 and then to recycle and reuse. We're working expansively with fellow
manufacturers, retailers and governments to be more successful and efficient.

* Be water balanced, improving water security where needed most. Our first
‘water goal was to become water-balanced by 2020. We exceeded that goal
by giving back as much water o nature and communities as we use in our
products. We will continue this path and work to achieve greater water security
for all, especially in water-stressed countries.

* Reduce our carbon footprint. We'll use a science-based approach to set our
next stage of targets and actions to significantly reduce our carbon footprint.

* Source more sustainably and ethically. We'll work with our supply chain to
‘continuously improve sustainable and ethical sourcing practices, including a
continued commitment to human rights.

BETTER SHARED FUTURE.
We invest to improve people’s lives, from our employees to those who touch our
business system, to the many communities we and our bottlers call home.

* Invest in employees’ personal growth and talent for today and the future. We'll
create a vibrant culture and leaders who help bring out the best in each person.

+ Empower our people, provide access to equal opportunities and become.
more inclusive. We'll continue our global focus on women and ethnicity in locally
relevant ways. Our programs range from societal efforts to those inside the
company. We will be as diverse as the consumers we serve, and we'll be a more
inclusive business.

* Create value for customers big and small. We'll bring brands and programs that
become key parts of our customers’ growth agendas, delivered with best
class execution. We'll engage them in joint efforts for a more sustainable future.

* Support local communities to achieve more, including in times of need. We'll
‘continue our decades-long legacy of supporting local communities, through our
business and through The Coca-Cola Foundation

* Deliver returns to shareowners. Our investors range from major institutions
to millions of individuals. They invest their money in The Coca-Cola Company
because they want it to grow. They believe in our vision for our future and want
Us fo succeed. We're committed to giving them a return on their investment
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VISION

Our vision is to craft the brands and choice of drinks that people love, to refresh
them in body and spirit. And done in ways that create a more sustainable business
and better shared future that makes a difference in people’s lives, communities and
our planet.

LOVED BRANDS.
We craft meaningful brands and a choice of drinks that people love and that refresh
them in body and spirit.

+ Passion for people and their lives. Everything starts with taking the time to
understand people. Whether it's the end consumer or a customer, it begins with
understanding their world and what could make it better.

* Cutting-edge excellence in ingredients, innovation, design and marketing.
Our competitive advantage is rooted in being world class in these areas and
‘applying them to beverages. It is the magic combination that brought us
CocaCola, and it will be the essence of each brand that succeeds in the future.
It also the foundation of our unrelenting commitment to safety and quality.

* Investing for leadership across categories in brands that consumers love. We
take a disciplined approach to building our brand portfolio. We nurture explorer
brands, persist with challengers and reinforce the leaders (and we take out any
zombies). We invest behind the purpose of each brand. From the beginning,
CocaCola set out to refresh the world and inspire moments of happiness and
‘optimism. Now, each brand has its own reason to be. But each brand must
also play its own role in achieving our aspiration for a more sustainable, better
shared future.

* Acting globally and locally. Few enterprises are as global and as on-the-ground
in almost every country and territory as we are. We manage a balance of when
to act consistently globally and when to embrace local tastes, preferences and
dynamics. It's a key part of our competitive advantage. Our mindset focuses on
finding the best total answer for all our stakeholders, not just the best answer
for a single brand, country or person.

* Building powerful partnerships to go to market. Our bottling partners use
‘world-class commercial, execution and supply chain capabilities as well as.
local insights to both build and amplify the brands and to create value. These
enduring, long-term relationships are fundamental to our ecosystem.

DONE SUSTAINABLY.
We use our leadership o be part of the solution to achieve positive change in the
world and to build a more sustainable future for our planet.

* Start with facts, based in science.

» Grow our business, reduce sugar and provide consumer choices. We've
embraced the World Health Organization's (WHO) guidelines regarding added
sugar consumption. Our focus is to continue to use reformulations, smaller
packages and ongoing innovations, as well as responsible marketing, to help
give consumers more choices. We can grow while still decreasing our total
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CULTURE

We nurture a culture with a passion to refresh the world. We make a difference.
‘This includes inspiring and supporting the growth of our people, service to our
communities and constantly shaping a more sustainable business. We embrace a
‘growth mindset and believe in continuous learning to improve our business and
ourselves. We value how we work as much as what we achieve.

Acting with a growth mindset is the part of our culture that is most needed
to create the future. This is an expansive approach to what's possible and the.
essential animating force to building a better future. The behaviors we focus on
using every day are being:

* Curious. This is the starting point, whether it's about the consumer or
‘customers or a partner in our system, or even the world around us. It's
exploring, understanding, connecting, imagining, wondering about how
it could be better or different. It connects to our heritage of believing, as
Robert Woodruff once said, that ~the future belongs to the discontented "

* Empowered. We take accountability, and we take action It's not a free-
for-all - we need consideration and prioritization. But it's a bias for feeling
empowered and doing.

* Inclusive. We have an incredibly diverse network of employees, partners
‘and operating environments around the globe. We'll draw on this talent
and experience to improve our ideas. The crucible of creativity is marrying
individual thought with great team interactions.

* Agile. In a fast-moving, omni-everything world, most of what we do should
prioritize learning fast and taking a more iterative, real-world-tested
approach (aka, version 10,2.0,3.0)

Being clear about the conscience we follow. This is the default in how we
approach any situation, and it underpins our purpose. We start with facts,
based in science. The reality of our success and scale is that we have to lead,
to be a force for progress and for good. If we make mistakes, we act quickly
to make things right. In an ever-more interconnected and transparent world,
 clarity of conscience o do the right thing is a valuable compass.

We have an incredible opportunity ahead of us and wind in our sails. As we head into
the preparations for 2020 and beyond, | hope this has helped clarify the north star
that can guide us to further purposeful success.

Please feel free to comment or ask questions.

o

James Quincey.
Chairman and CEO
The CocaCola Company
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Situational Leadership Stylo Summary/Self Assessment

“Adapted rom: Herseyand Blanchard

Seif-assessment questions: Read through the Situation quostions and then chooss the rosponso (only.
‘one) from the corresponding Alternative Action statemonts that most appoals to you o that you foel
seems the most characteristi of you. In some cases none of the responses may be appeaiing or
characteristic of you. Nonelheless, pleass slect the statement that you prefer o feel ulls you best.

Atternative Action

. Your group s not responcing ltely 10 your
frendly conversation and obvious concern for
their welfare. Their porformance Is deciining
rapidly.

‘A Emphasize the use of uniform procedures and
the necessity for task accomplishment.
B Make yourself avalable fr discussion but do
0t push your involvement.
(G Talk with them and then set goals
_Intentionally do not ntervene.

2.he observable performance of your group is
increasing. You have been making sure that all
members were aware of ther responsidiles
‘and expected standards of performance.

‘A Engage n fiendly interaction, but coninue 1o

make sure that al members aro aware of the
responsibilties and expecied standards of
performance.

8., Take no defiite action

C. Do what you can to make the group fee!
important and involved.

D. Emphasize the importance of deadines and

_tasks,
3 Members of your group are unable 1o salve a (A Work with the group and together angage
probiem themselves. You have nommally eft program sohing.

them alone. Group performance and
interpersonal relations have boen good.

14 Yo sreconscaring s change. Vour group s a
e ecors o sccomplanment. Thy respect
e o or e,

8. Letthe group work itout.
€. Act quicky and firnly o comraot and redirect.
. Encourage the group to work on the problem

5. The performance of your group has been
dropping during the last fow months. Members
have been unconcemed with meeting
objeciives. Redefining oles and responsibiies
has helped i the past. They have continually
needed reminding to have ther tasks done on
time.

6 You stepped info an efficently run group. The
previous leader tightly controlied the situation.
Vou want to maintain a productive situation, but
would ke to begin having more tme buiking
interpersonal relationships among members.

Py

7. You are considering changing 1o @ sructure
that il be now o your group. Membors of the
group have made suggestions about needed
change. The group has been productive and
demonsirated flexiilty.

| and be supporte o e forts.
A Allow group mvlvement n developing e
cose superviion
Alow ih group o formulte s o diciive.
Incorporate oroup recommancaions, but you
“'5/ Incorporate group recommendations, but see.
2 tratcbjcives ere met.
C. Rodefin rlos and responsiifios and
"esoonsiiies but o no b toodrecive
Do what you an do o kst growp ool |
important and involve.
5. Emphasize the mportance of deadines and
ot ho group nvaved ndocisionmaking,but
sce nat ovjscives re mat
Daine e change and supervss arefly
implementation.
B0 wiling o make changos as recommended,
but maintan conirol o e implementaion

change, but do not be too direciive.

B. Announce changes and them implement with
direct the change.
‘Allow the group {0 formulate ts own drecton.
supenvise carofuly.

D. Allow group involvement n determining roles
tasks.
Intentonally do not intervene.
Partcipate with the group in developing the
change but allow members (o organize the
Be supportve n discussing the situation with
the group but not 0o directve.
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Situational Leadership Style Summary/Self Assessment
Adpted rom: Horsy snd Blanchard
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‘are 900d. You feel somewhat unsure about
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0. Allow group involvement n seting goal,but
Gontpush.

5. You have been appointed to give leadership (o
a study group that s ar overdue in making
requested recommendations for change. The
roup is not clear on ts goals. Attendance at
sessions has boen poor. Their mestings have
tumed into social gatherings. Potentialy they.
have the talent necessary (0 help.

0. Your group, usually able to take responsibilty,
s not responding o your recent redefining of
job responsibiies as a resultof one member
leaving the city.

1. You have been promoted o a leadership.
position. The previous leader was invoived in
the affairs of the group. The group has
‘adequately handied is tasks and directon,
Interpersonal rlationships in the group are:
good.

A Let the group work out s problems.
B Incorporate group recommendations, but see
—, that bjectves are met.

C.) Redefine goas and supervise carefl.

"G Allow group involvement n seting gosls, but
o not push

A Alow group volvement ey
tandarcsbut don' ake contol.

B. Redefine standards and supervise carefully.

.. Avoid confrontation by not applying pressure,

 leave sation sane

(6. ncarporategrovp recommendatons, bt see
inat now]ob rossonibies aro et
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2. Recent information indicates some inferal
dificuies among group members. Th group.
has a remarkable record of accompiishment.
Members have effectively maintained long-
range goals. The have worked in harmony for
the past year. All are well qualfied fr the
tasks,

“Try out your soluion with the group and
‘examina the nead for newprocedures.
Alow group members to work i out
themseives.

Act quickly and fimiy to correct and redirect.

) Partcipate in problem discussion while
providing support for roup members.

® > o





image25.png
Situational Leadorship Style Summary/Self Assessment
“Adapted from: Horsey anc Blanchard.

‘Scoring your self-assessment: Circo the responses from your sel-assessmant Situation questions on
the scoring sheet below. Add up each column to determin your proforred leadership style according fo

the Hersey and Blanchard model.
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