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[bookmark: _Toc489724325]Introduction
This report will look at the evolution of leadership styles in the workplace. In these extraordinary times of rapid change and so many uncertainties leaders have adapted to find innovative solutions. This report will look at the core values of effective leadership as well as the cultural intelligence and how it can improve productivity and efficiency of an organisation's subordinates. To do this it will discuss three of the many models and philosophies of leadership Authoritative, Lassiez-fair and the Democratic leadership styles and the connection with the X, Y and Z theories, McGregor., (1960), using one to solve the current issues Chris is facing. In part two of this report will be a reflective review which will reflect on what l have learnt over this term, how it made me feel, could my actions have been different and what is the action plan for improvements. using the Gibbs reflective cycle model. 
[bookmark: _Toc1915152840]Case study analysis
Late 2019 a pandemic arose known as Corona Virus which caused significant disruption across the world. With businesses closing because of lock downs, sales dwindling, mental health issues rising, disruptive performance metrics, working from home and an underwhelming motivation of workers.
Chris Banks a qualified CEO of a reputable car manufacturing company. Chris supervises over 5000 people who perform separate roles within his division. In his 25 years Chris’s performance has been great and results have been beyond expectations. During the past six months, before the pandemic, Chris had noticed how low morale was as well as a significant amount of the workforce had left or was leaving his division. Other managers felt although Chris performed well and generated remarkable results, his autocratic leadership style and philosophies were outdated as well as his culture of compliance. The other managers believed Chris’s command and control approach was good when making quick fire decisions. They felt the authoritarian leadership style Chris used was none adaptable, lacking vision, drive, the skill to influence or guide employees and creating high turnover in his division. Due to their feelings on these events the other managers decided to petition head office for Chris Banks removal from the company. Chris Banks has been advised to give a thought to this.
[bookmark: _Toc1812126018]Leadership Styles.
 Here are three types of leadership styles also three assumptions that could help create cultures of high performance and give Chris the competitive edge in an ever changing and uncertain world, Abdullahi, Anarfo and Anyigba, (2020), Ganzemiller, et al. (2021). Douglas McGregor a management professor during the 50’s and the 60’s purposed theory X and theory Y, McGregor also started work on theory Z but died before completion. McGregor believed managements attitude have an impact on employee's motivation and managers have only two views, do people like to work or do people avoid it. 
[bookmark: _Toc60499959]Theory X assumes employees are only interested in monetary gain and their own security once this need is fulfilled the motivation then wanes. McGregor argued only low-level needs were fulfilled as theory X management hindered higher-level needs whereas results in low satisfaction and motivation. Employees were more motivated and productive if work goal aligned with higher level needs, such as security. As the study of Maslow's hierarchy of need showed people are motivated at the security level. McGregor also believed controlling working environments are ineffective in modern society. Chris Banks displays theory X management hard approach of command-and-control. This hard philosophy and outdated leadership style Chris uses is causing high retention in such a brief time. Chris’s comfortable state lacks the vision, skill and drive to inspire and motivate the 5000 people assigned to his division. The authoritive approach of Chris has fail to recognise the changes in business environment when confronting challenges also developing new ways of doing business.
[bookmark: _Toc2121793095]Authoritative leadership style some would say bossy or controlling dictator because it allows little or no input from subordinates is like theory X. A task orientated leadership with no room for creativity the environment is highly structured and very rigid. Whereas the authoritarian style leadership can sound harsh it is useful when a strong leader is needed to make quick decisions without consulting subordinate's because they have the most knowledge. This type of leadership can also create resentment among subordinates, which become problematic and cause high turnover. The authoritarian leadership style can be very affective and productive in a particular setting such as the military, whereas orders are given from the top-down and is task oriented. There is a clear separation between leader and subordinates with a strong focus on command in this very rigid and highly structured setting, (Sakkar and Shahnawaz., 2020). 
[bookmark: _Toc427457081]Theory Y McGregor believed work could satisfy or be considered as a punishment dependent on work conditions and the like for the job. Unlike theory X, theory Y managers opinion of subordinate was more positive and optimistic. A participative decentralized approach, theory Y encourages collaborative, trust-based relationships with subordinates. Managers encourage subordinate to communicate openly, suggest improvements and develop their skills. Also, McGregor's’ theory Y suggests managers give regular appraisals as well as frequent opportunities for promotion. More organizations use this approach today in the workplace, as more workers feel their careers are more meaningful and less about the money. Assuming all subordinates are self-motivated when completing tasks, while feeling fulfilled and challenged theory Y could work well. Making workers that are innovative, imaginative and accountable of own work. While the other side of theory Y approach it would not work in an unskilled, unmotivated, needs direction and challenging workplace environment.
[bookmark: _Toc755133621]Lassiez-fair, a French term for ‘let them do’ is classed as the least intrusive leadership style and like theory Y. The relaxed approach to leadership whereby subordinates have authority and are self-directed. This approach can empower skilled subordinates who excel at individualized tasks and do not require regular feedback. The lassiez-fair approach allows leader to only intervein to take charge, when necessary, as they trust and rely on their subordinates. The lack of leadership can leave subordinates directionless as well as create a chaotic environment. Lassiez-fair leadership style can limit the development of employees and critically harm companies' growth, (Gemeda and Lee, 2020). 
[bookmark: _Toc120075336]Theory Z, this theory puts human relations at the centre of management practices, (Prasad., 2020). It considers the organisational variables when shaping individuals' behaviour within different organisational conditions. Rather than assumptions theory Z gives a realistic picture of human behaviour, Tran., (2020). Whereas McGregor’s theories focused on motivating as well as managing from the view of an organisation and manager. William Ouchi
[bookmark: _Toc1770460160]Democratic leadership which has similarities with both theory Y and theory Z of management. This leadership style allows lower-level subordinates to exercise authority, creating elevated levels of job satisfaction, Liggett., (2020). Quality of work improves boosting moral and creating stronger team-based relationships. Using the democratic leadership style will improve Chris’s knowledge and interpersonal skills with his team members, from shared information as it becomes an opportunity to learn. This style can be used to tap into the innovative and creative side of subordinates to find new and viable solutions when making decision for the best for the organization. Researchers believe the democratic style is the most effective leadership style, Caillier., (2020). With disadvantages such as disharmony within a group as leader chooses one person's opinion over another leading to the feeling of being undervalued. A true consensus may never be reached due to time and multiple levels of feedback offered then the leader would then have to make decisions on their own, Gastil., (1994).
[bookmark: _Toc1700751936]Chris Banks Leadership Style
The global business environment is competitive and volatile which calls for leadership agility. The style of leadership Chris Banks uses is the authoritative leadership style this type of leadership comes with a culture of compliance. This leadership style some would say is remarkably like the military and does not suit today's organisations. Leaders with this type of leadership can find it harder to change their ridged structure (Andersen., 2015). As discussed above to survive as the world changes around you, leaders must move quickly adapt and move with the times, Obuobisa-Darko., (2020). Leaders that have become risk averse, complacent, reluctant to ask for help, overly autocratic or slow to react are the types of leaders that will fail Haryono., Amrullah, and Surah (2020).
[bookmark: _Toc1728927222]Three Leadership Styles mostly identified with Modern Leaders in Uncertain Times.
With effective leadership styles being the greatest issue. Leadership is becoming the focus of all organisations and the best way to transform in uncertain time (Senadheera., 2021). As problems can and do arise when practicing the wrong leadership style (Dimopoulos., 2020). 
Such as, Fred Godwin the CEO of Royal Bank of Scotland (RBS), well known for his autocratic leadership style. Godwin spent six hundred million on a new head office and micro-managed its construction. Siebert., Martin, and Bozic., (2018) the British government rescued RBS after its collapse but at a huge cost while Godwin seem unaware of his own faults. People focused leaders tend to invest more on its workers wellbeing, which promotes a collaborative and innovative environment. With a culture of employees that feel self-motivated and appreciated.
Also, Blackberry and Nokia were the dominant force int the digital cell phone market then Apple and Samsung became the threat, Nair., Sri Ramalu, and Kumar., (2014). While Blackberry did nothing to move with the times Nokia choose to collaborate with others sell their hardware and move to mobile network services, reinventing themselves. With the evolution of leadership styles emerging, it is importance for Chris Banks to find a new way of doing things. 
[bookmark: _Toc1373288239]Transformational leadership theory created by J. M. Burns, the theory helps with looking at problems in new ways by changing your perspective. Transformational leaders lead change while directing employees to follow the new behaviour Vinger, and Cilliers., (2006). There are four behavioural components of a transformational leader. Crisma, Individualized consideration, Inspiration and Intellectual stimulation Crisma is use by the leader to appeal to worker emotions. Individualized consideration this is when the transformational leader understands the abilities, skills and the growth desires of employees while having a genuine interest. Inspiration is the ability the transformational leader must excite and inspire employees to go beyond to achieve workplace objective, Young et al, (2021). Intellectual stimulation refers to the leader's ability to make employee aware of problems and solutions stimulating the employees to find new ways of doing things. This type of leadership works if leader can shift the needs, values and belief of employees to align with organisations objectives, Nemanich, and Keller., (2007).
[bookmark: _Toc121620543]Transactional leadership theory also created by J. M. Burns has five characteristics these are, 1 Act with urgency. Transactional leaders are good at taking charge in a crisis and turning things around. Their authoritive approach thrives in crisis as they do not fear to take decisive steps. 2 Communicate their expectations clearly, with clearly defined goals and objective and employees know exactly what's expected of the makes a more productive workforce. 3 Direct communication style, transactional leaders have a transparent and direct communication style. This leader is aware that loyalty follows trust and worker will follow them because they can trust them Frangieh and Rusu., (2021). 4 Opposed to change, having their own way of doing things and how it should be done by other, Transactional leaders' approach can affect employee's performance if task given could benefit from an original approach. 5 Focus on short term goals, transactional leaders know the goals they are trying to achieve. These short-term goals can help employees excel. Transactional leaders exude transparency and are empathetic towards others.
[bookmark: _Toc1568386502]Fiedler’s Contingency leadership theory purposed effective leadership is contingent on the type of leadership style used in a particular situation, Klebe., Felfe and Klug., (2021). Meaning what was effective one situation may not be effective in another McClellan., (2021). Requiring a leader's adaptability, self-awareness, and objectivity to examine the situation to take the most effective approach. Fiedler believed leaders either needed to adapt their leadership style to a situation or the leader should delegate their leadership responsibilities amongst trusted employees. The contingency leadership theory has three factors which must be considered. Leadership style, situational favourableness and applying the model. A scale is used to rate team members to determine Preferred Co-worker Score (PCS). A high PCS makes you a Highly Preferred Co-worker Leader, HPC leaders are more focussed on building productive and healthy relationship. While if you have a Low PCS you tend, to be task oriented, focus is more on completing task than having relationships. Situational favourableness has three distinct factors leader member relations member, task structure and leaders position power. The final part is applying the model, pertains to the type of leadership style needed for a particular type of situation. Leaders with Low Preferred Co-worker Score were more favourable. While unstructured task desired High Preferred Co-worker Leadership style.
Transforming the way, we look at our leaders and the styles they use can help people know that their leader cares about them. Like the case of The Prime Minister of New Zealand, who when C-19 happened used ethics to help her decided to shut down New Zealand to save the lives of the people Sharma., Agarwal and Singh., (2021). Even when making decisions have a negative effect on them. If Chris Banks is willing to do the work, he has the potential of transforming the way he looks at leadership. Using all the different views of emergent leadership styles Chris Banks can blend his fresh new perspective on leadership styles with his own approach while adapting to changing times and circumstances.
[bookmark: _Toc1632537490]Creating Constructive Working Environment
Creating a positive working environment where employees feel happy to go to work and are intrinsically motivated for the day is important (Hober., Schaarschmidt and Korflesch., 2021). For workers health, productivity and job satisfaction a positive work environment is essential. Characteristics of a positive work environment are the values, the mission of the organisation, open communication, and transparency (Choi., 2007), work life balance, teamwork, a focus on training, positive leadership and a productive atmosphere. 
Values, what is the vision of the organisation does the mission statement promote positive values. Do the leaders operate following their own code of conduct, are they ethical. Do they follow honest business practices and provide a positive work environment for their employees.
Open communication and transparency can help employees feel like they are part of the organisation and boost morale of the workforce. Encouraging employees to contribute by sharing opinions and ideas help them to feel validated knowing your being taken seriously.
Work life balance has become more serious to employers especially when retention is high. To prevent this, employers know a balance is needed between work and home life, by making the workplace more positive, employers can create a more productive team of workers.
Teamwork is another characteristic of a positive work environment. When worker feel supported by each other, everyone is aware of what they are doing and where they fit in. The atmosphere is more positive, production tends to run more smoothly as each employee works towards the common goal.
Training and enhancing skills are important in times of expediential change such as Covid 19, Globalization and BREXIT. To move with the times fine new strategies and ways of working, keeping the workforce up to date with changes. To stay competitive and currant in today's ever changing world leaders understand, recognise, and encourage change. By providing the tools and resource to make jobs easier, updating outdated systems and offering the right training as and when needed.
Positive leadership with leaders that portray administrative, interpersonal, and conceptual skills is vital to the success of any business. Leaders that always have the lines of communication open promote a more positive and relaxed working environment. They provide a positive example for employees to follow while ensuring production runs smoothly.
Working atmosphere when demanding work is recognised and rewarded by management employee feels value for what they put in. Rewards could be monetary or verbal recognition rewards can motivate employee to go the extra mile. This will make employees go the extra mile with no expectations in return. 
[bookmark: _Toc1934038574]Conclusion
Effective leadership skills are becoming more important in the workplace in these experiential times, with many philosophies and theories to assist management. It is important for Chris to sense, his own style of leader matters, how and what is said to drive a workforce matter. Being able to sense in the moment how his actions as a leader are affecting the people he directs and guilds can help Chris become a more competent leader. Creating a light and welcoming culture which will empower his journey toward leadership excellence. Leadership philosophies and assumsions depend upon the type of business as well as the environment. To cope with these changes' organisations should offer all employees job skills development, facilitators and international business educators should be used to do this. Starting with a vision and a clear direction of where the organisation is heading.  Establish a backbone of elements that do not need to change frequently. Chris needs the crisma to appeal to the emotions of employees in working towards the common goal. Create a conducive working environment to generate positive outcomes. Good leaders have knowledge of the industry they operate in. Moreover, with changes in people perception, in production processes and advancement in technology gives leaders the chance to confront challenges and exploit opportunities. The best practice for Chris is to find a fair and balance between two or more different leadership styles, keeping a focus on continual development of self-growth and leadership style.
[bookmark: _Toc1171957519]Part Two Reflective Review
In this reflective review l will be discussing my learning experience on this module about emergent leadership using the Gibbs reflective cycle. Created by Graham Gibbs in 1988, Gibbs reflective cycle is a framework that measures experiences which allows you to learn and plan from the things that did not go well as well as the things that did go well, (Markkanen., Välimäki., Anttila,  and Kuuskorpi., 2020) it is designed as a continual cycle of improvement (Chan and Lee., 2021). Although its designed was meant for repeated experiences it can be used for one off situations and experiences to. 
Describe. During the term l learnt about theories of management, leadership styles and how complex and multidimensional leadership styles are. Although l felt overwhelmed with the amount of information, l found the information interesting. I took part in a video recording as part of my assignment to reflect on my own leadership style and the leadership style of a case study. I also took part in a class activity where we used online tools and resource to evaluate of my leadership style.
Feelings. Learning about leadership styles and taking part in the online evaluation was remarkably interesting. The on-line evaluation shown me to have the traits of a democratic leader, which was what l thought l was. I felt self-assured because l was happy with the result l had, of my evaluation.  While the thought of doing the video presentation made me feel anxious because I feel l am lacking presentation skills and confidence in front of a camera. 
Evaluation. To know the actions, I take are made up of traits l already have, what l believe a true leader to be as well things l learnt from others throughout my life such as people l idolise, my parents and teachers. I need an innovative approach on improving my presentation skills.
Analysis. Being self-aware about what l say, stops me from participating often. l also feel a bit nervous when giving feedback in class. Lecturers do show empathy but hold adult learners accountable for our own involvement in our growth as student learners. I need improvement with presentation skills and talking, this has the potential to cause limitations to my professional career.
Conclusion. I have learnt many different styles of leadership such as autocratic, democratic, lassie-fair and theory X, Y and Z of management to name a few. I understand that the type of leadership style an organisation uses also its adaptability to change affects efficiency of operation and workers productivity. Although leadership skills can be learned we all have set traits that assist or hinder our leadership style effectiveness.  
Action Plan. I am responsible for my own professional development which is why it is important to reflect on what l have done, where l am at and ways in which to move forward. It was also good to know resources needed to improve my own leadership style, ready for the workplace is easily available on the internet with access to further development. Time management is an important part of developing skills l need.  Continue working on my confidence with meditation, books, mindfulness, and affirmations. I need to pay more attention to the way l present myself, walk the walk and talk the talk. 
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