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Executive Summary

This report examines the leadership responsibilities of British Petroleum (BP), a global energy company, in an uncertain economy. BP faces challenges such as economic crises, poor governments, and compromised environmental policies. To navigate these challenges, BP can leverage leadership theories like transformational, situational adaptive, and servant. Their strategies include scenario planning, data-driven insights, agile methodologies, and an implementation plan. These strategies aim to keep BP sustainable and a path for growth, while addressing adversities and ensuring long-term sustainability.
This module taught me about leadership through Gibbs' Reflective Cycle, focusing on basic theories, traits, and philosophical styles. It reinforced my understanding of vision and ethics, but also highlighted my deficit in balance between task and relationship-oriented behaviors. I plan to develop relationship-building competencies and seek feedback to become a more all-encompassing leader, enhancing my perception of leadership and self-development.
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[bookmark: _Toc175216359]Introduction
This report is about British Petroleum (BP), a global energy company that does a lot of operations in oil, gas, and renewable energy. Lots of people decided to work for BP even though it has a challenging management system, a lot of power around the world, and problems that keep happening because of changes in the economy, problematic governments, and environmental problems (Abdelrehim et al., 2015). BP is a great place to learn how to use theories and models of leadership because of these reasons, especially when one has to deal with problems and doubt.

[bookmark: _Toc175216360]2. Leadership Theories, Models, Approaches, and Styles
[bookmark: _Toc175216361]2.1. Transformational Leadership
According to transformational leadership, employees should help the company by prioritising its needs over their own. This type of leadership is all about new ideas, change, and direction. Leaders should help everyone on the team do their best (Korejan and Shahbazi, 2016). Transformational leaders speak without difficulty, have a clear vision, and lead by example. They care about their followers’ growth by giving each individual attention and mental excitement, which helps people come up with new ideas and figure out how to fix problems. In places like BP, where things happen quickly, it is essential to be able to change thoughts and plan ahead (Amernic and Craig, 2017).
[bookmark: _Toc175216362]2.2. Situational Leadership
According to Situational Leadership, which was created by Paul Hersey and Ken Blanchard, effective leadership rests on the circumstances and the readiness level of followers (Daniëls et al., 2019). The way a leader leads must change depending on what is going on and what their team members need. Sometimes it is more effective to give people tasks than to tell them what to do. It shows that there are four main types of leadership: giving tasks, guiding, leading, and educating. A leader can figure out how to get the most out of their employees’ work and involvement by seeing how much they have learned and grown. It is important to be able to adapt to new situations, like the ones BP is facing currently. Case-based leadership steps in at this point (Cramer, 2018).
[bookmark: _Toc175216363]2.3. Adaptive Leadership
According to Ronald Heifetz and Marty Linsky, adaptive leadership helps leaders deal with unclear and difficult situations by encouraging groups to learn and change (Obolensky, 2017). One needs to pay close attention, figure out the problem and then give them their work back. People are more likely to try new things and come up with new ideas when their leaders are flexible. This helps their teams deal with problems that come up out of the blue. They need to know the difference between technology problems that have clear answers and problems that are more open-ended and need people to change how they think, feel, and act. The many problems that arise when the business and the environment change are handled by BP in large part by adaptive leadership (Ammar and Elsayed, 2024).
[bookmark: _Toc175216364]2.4. Servant Leadership
The idea of servant leadership came from Robert K. Greenleaf. It means that leaders put the requirements and satisfaction of their employees first (Coetzer et al., 2017). One needs to learn, listen, care about other people, and build groups for this kind of leadership to work. In order for everyone to feel like they fit in and can work together, servant leaders work to support and assist their staff. They believe that a helpful and people-centric approach leads to better success and happiness, so they are dedicated to their employees’ growth. In a company like BP, where ethics and job satisfaction are very important, servant leadership can contribute to a positive work environment and long-term success (Schwartz, 2020).
[bookmark: _Toc175216365]3. Application of Leadership Theories to BP
[bookmark: _Toc175216366]3.1. Transformational Leadership in Practice at BP
Going for a sustainable and low-carbon future is an example of BP’s unique leadership. The company wants to use only renewable energy and not waste any more than it does now by 2050, according to CEO Bernard Looney and the rest of the BP leadership (Jauhar et al., 2017). Employees, clients, and partners are motivated and moved by the adoption of cutting-edge, sustainable procedures. BP’s leadership pushes employees to think outside the box and add to the company’s growth by working on long-term goals and supporting an attitude of change and creativity (Willis et al., 2017). Training and skill upgrading programs that focus on individual development are another type of creative leadership. This programme helps people grow professionally and personally, which is in line with the company’s strategy goals.
[bookmark: _Toc175216367]3.2. Situational Leadership in Crisis Management at BP
Situational leadership is crucial at BP during disasters like the Deepwater Horizon oil spill in 2010 and the COVID-19 pandemic, which slowed down the economy right now (Schaedler et al., 2022). Some employees at BP are not ready for everything, so the people in charge have had to quickly change how they work with their teams. When dealing with the instant reaction to the oil spill, BP’s leadership used a leading style, giving clear instructions and moving quickly. 
They switched to a coaching style as things became more stable, emphasising collaboration and stakeholder engagement to establish trust and carry out long-term plans for environmental recovery (Bowers et al., 2017). During the pandemic, BP’s leaders also changed how they did things to allow their employees to work from home and make sure they were safe and healthy. This shows how situational leadership can change based on the current situation.
[bookmark: _Toc175216368]3.3. Adaptive Leadership for Uncertain Times at BP
As it faces the challenges of the energy transition and the volatile economic landscape, BP needs leaders who can adapt quickly. This kind of leadership at BP pushes people to always learn new things and come up with new ideas. Similar to digital change projects and renewable energy projects, they want their employees to try out new tools and business models (Bjerga and Aven, 2015). BP’s leadership encourages resilience and agility by dealing with variable challenges like shifting consumer demands and regulatory changes. This approach involves all levels of employees in problem-solving, promotes open communication, and creates a place where various points of view are respected. As an example of how flexible its leadership is, BP has made beneficial connections and invested money in different types of energy (Madi Odeh et al., 2023). This has helped the business do well during tough times and ensured its long-term success.
[bookmark: _Toc175216369]3.4. Servant Leadership for Organisational Stability at BP
In order to create a helpful and friendly corporate culture, BP’s Servant Leadership puts the health and growth of its employees first. At BP, servant leadership means that leaders pay for health and safety programmes for workers, listen to their worries, and encourage a balance between work and life (Wesevich, 2022). Through projects like mental health support, diversity and inclusion training, and getting active in the community, BP shows that it cares about its employees and the community as a whole.
By giving BP employees flexibility and accountability, the company builds trust and respect among its workers (Alazzani et al., 2019). These kinds of people are important for the business to stay healthy. Because of this strategy, the employees are content and more likely to remain with BP. The company looks like a better place to work because of this, which helps it stay strong and successful over time.
[bookmark: _Toc175216370]4. Critical Evaluation of Leadership Approaches and Styles
[bookmark: _Toc175216371]4.1. Strengths of Various Leadership Styles
Transformational leadership can bring about new ideas and a shared vision. With this kind of leadership, one can get the team excited, give them a sense of purpose, and boost their confidence. Leaders can also help them reach significant, long-term goals. When companies do things this way, their employees are more likely to be creative and lead (Willis et al., 2017). Situational leadership means being able to make things different. A leader can change what they do based on what their team needs and what is going on (Schaedler et al., 2022). They can help and give just the right amount of advice. This makes sure that plans for leadership can adapt to new situations and meet the needs of everyone on the team.
A lot of people get confused when things are moving quickly. This is why adaptive leadership is so important. Organisations can successfully face difficult obstacles and stay flexible due to this style’s support for equality and continuous learning (Bjerga and Aven, 2015). People who are skilled at adaptable leadership can deal with changing circumstances with ease. When servant leadership cares about the well-being and contentment of employees, the culture of the company gets better. People are more likely to join the company and stay there if they trust each other and form strong bonds this way (Wesevich, 2022). When humble leadership comes first, it becomes an excellent place to work. Both the company and its employees benefit from this.
[bookmark: _Toc175216372]4.2. Limitations and Challenges
Each leadership style has benefits but also challenges. Transformational leadership can motivate and bring about change, but if the goals are too high or the rate of change is too fast, it could lead to stress or false dreams. Some people on the team might be scared and not want to work together. It can be hard to maintain situational leadership because it requires leaders to be very aware and flexible (Anderson et al., 2017). Because this type of leadership is flexible, team members may not be able to understand or plan for what the leader will do.
People who like steadiness and clear direction might not like adaptive leadership, which encourages new ideas and quick responses (Solomon and Steyn, 2017). Having to try new things and make changes all the time can be hard. Servant leadership puts a lot of emphasis on staff growth and support, but this could be seen as too lax when quick action is needed (Podsakoff and Podsakoff, 2019). It might be harder for managers to do their job when they need to make quick, strong decisions this way. The people in charge need to know about this. They should try to find a middle ground between the positive and bad points of each style so that the group can reach its goals and everyone stays content as they work together.
[bookmark: _Toc175216373]4.3. Personal Leadership Abilities and Responsibilities
Leaders need to know about and be able to use different kinds of leadership to do their job well. There are many things that people in leadership jobs should work to get better at. Someone who is adept at changing things might, for example, try to learn more about their surroundings so they can better adapt how they do things to the situation (Bolden et al., 2023). One of the most important things for effective leaders is to help other people learn and grow. They keep up with new theories and methods of leadership. Making clear communication is a basic job. A leader should be clear about their goal, listen to their team, and give them useful comments (Herman, 2016).
It is important to be emotionally intelligent if one wants to handle relationships and understand how people act at work. They also need to be honest and follow the rules. They should be good examples and make the workplace a safe place where people can trust each other and do their jobs. When business is slow, it is up to BP’s leaders to keep the company going. To maintain security and encourage sustainable growth, they need to strike a careful balance between strategic thought, flexible strategies, and caring leadership (Connolly et al., 2019). They are able to get their groups through tough times by taking the best parts of different leadership styles and making them even better all the time.
[bookmark: _Toc175216374]5. Critical Analysis of Current Leadership Strategies at BP
[bookmark: _Toc175216375]5.1. Overview of Current Leadership Strategies
BP’s CEO, Bernard Looney, is in charge of coming up with leadership strategies that will help the company make a big shift towards sustainability and also figure out how to operate in the world’s complicated energy market (Farhat Ammar, 2024). This is what BP wants to do. To help the earth in the long run, they said they would change how they do business and cut down on carbon waste. The company is putting a lot of money into renewable energy sources like hydrogen, wind, and solar power, as well as digital tools that help businesses do better.
In order to gain and keep the trust of owners, employees, and the community at large, BP’s leadership places a premium on transparency and stakeholder engagement. It wants more collaboration between company employees and outsiders to speed up work and introduce fresh ideas to the market (Elsayed, 2022). To lessen the impacts of unstable markets and politics that can change quickly, BP also plans to have strong risk management and backup plans. This proactive approach helps BP stay strong in the face of challenges and keeps the company’s operations in line with its green goals. This sets the company up for long-term success and security in an energy world that is changing quickly.
[bookmark: _Toc175216376]5.2. Strengths and Limitations in Light of Leadership Theories
When they look at different theories of leadership, BP’s ways of running the company have a lot of positive points. BP’s promise of a low-carbon future fits well with the new method’s focus on being environmentally friendly. Customers and employees both want to do a better job because of this. When dealing with crises, like the COVID-19 pandemic, BP has shown that it can change and give clear instructions when needed through situational leadership (Schaedler et al., 2022). It shows that BP has fluid leadership because they want to try out new tools and business models. It is beneficial to BP’s corporate culture that they care about their employees’ health, diversity, and feeling welcome.
But when there is innovative leadership, people may set too high goals and go too far. Situational leadership can be hard to keep up with because they have to look at things and make changes all the time. Employees may not want to follow adaptable leadership because it involves change, which can make them uncomfortable (Bowers et al., 2017). People can make their own decisions, which is a positive thing about servant leadership. If BP wants to achieve its objectives, the people in charge need to be very careful about how they deal with these challenges.
[bookmark: _Toc175216377]5.3. Insights from Recent Annual Reports and Published News
Recent yearly reports and articles can inform lot about BP’s leadership style and how well it functions. In its 2023 Annual Report, BP says that it is making good progress towards its goal of having no net pollution (Russo and Figueira, 2023). It has made big cuts in carbon pollution and put a lot of money into projects that use renewable energy. The report also shows that BP is making a lot of money from its main oil and gas business, even though the market is uncertain. The media has praised BP for acting against climate change and changing its business plan to be more sustainable, making the company a star in the energy transition.
They also talk about issues on these sites. Some people are worried about how BP’s big green goals could impact the company’s finances, and others have said negative things about how quickly the company changes (Midttun et al., 2022). BP’s leadership has also had to change and rethink their tactics frequently as a result of the COVID-19 pandemic’s negative effects on the economy and political unrest.
[bookmark: _Toc175216378]6.  Recommendations and a leadership plan for change at BP
[bookmark: _Toc175216379]6.1. Emergent Leadership Skills
To handle changes in the business effectively, BP’s leaders need to learn and get better at a few new skills. Resilience is important because it helps leaders keep going even when things go wrong. Leaders who are adept at making quick decisions can change their plans quickly when the market changes. Emotional intelligence helps to understand and handle teams, ensure that everyone can speak freely, and stay calm when things get tough (Bolden et al., 2023). Strategic foresight helps leaders guess what will happen in the future and plan for it. Collaborative skills can also help cross-functional teams work together and generate new ideas.
[bookmark: _Toc175216380]6.2. Strategies for Decision-Making Amid Economic Uncertainty
	Scenario Planning
	BP should think about and plan for a lot of different futures so they are ready for all sorts of ways the market could change. This means that they need to make plans that can be changed as new information comes in (Wesevich, 2022). This helps the company get ready for several things that could happen.

	Data-Driven Insights
	BP can learn more about market trends, business success, and how users act with the help of many strong analytics and data-show tools. When they base their decisions on data, they can make better choices that are more in line with what the market really is (Farhat Ammar, 2024).

	Cross-Functional Collaboration
	Someone from a different background can bring a lot of different ideas and information to the discussion. Using this method makes it easier to solve problems and makes sure that all the factors that affect the business are understood.

	Stakeholder Engagement
	To keep the trust of investors, employees, and the community, it is essential to stay in touch with them and make sure that their choices are in line with what they want (Wesevich, 2022). Partner issues and desires are easier to handle when everyone is on board and the process is clear.

	Continuous Risk Assessment
	BP performs risky investigations on a regular basis to find and deal with possible threats before they happen. It is important to keep risk management plans up-to-date by changing and reviewing them often (Farhat Ammar, 2024).

	Agile Methodologies
	Because it works quickly, BP can change its plans quickly when new information or events happen. When faced with new challenges, agile methods encourage steady growth, flexibility, and quick thinking.



[bookmark: _Toc175216381]6.3. Implementation Plan
	Events
	Duration
	Activities

	Skill Development Programme
	3 months
	Start an intense training programme that makes people strong, flexible, smart, and good at making plans ahead of time. People should be able to get training, lessons, and direction from this school to help them learn these important leadership skills.

	Scenario Planning Workshops 
	2 months
	Plan for different possible futures and come up with different ways to handle them by getting together with important people. To keep things up-to-date, make changes every day.

	Data Analytics Enhancement 
	3 months
	If they want to make better decisions based on data, they should spend money on advanced analytics tools and training for people who make choices. Keep up-to-date information in a single collection.

	Cross-Functional Teams
	Ongoing
	To handle particular challenges and possibilities, form cross-functional teams. A lot of people should be able to work together in talks, and decisions should take into account what each person has to say.

	Stakeholder Communication Strategy
	1 month
	Create and carry out a robust communication plan to involve partners, ensure transparency, and make choices that are in their best interests.

	Agile Methodology Integration
	Ongoing
	Using agile methods to run a project will help them be more adaptable and solve issues in small steps. To make plans work better, they should keep looking at them and changing them based on what people say and how things are changing.



[bookmark: _Toc175216382]7. Conclusion
The leadership of BP must deal with a variety of problems, including an uncertain economy, environmental challenges, and changing market conditions. Transformational, situational, adaptive, and servant leadership are some of the leadership theories that BP can use to address these challenges. Transformational leadership gives BP a vision and the drive to achieve its sustainable goals, while reactive leadership makes sure that BP can react to problems. Adaptive leadership helps people be strong and come up with new ideas when things are always changing, while servant leadership makes sure that everyone feels welcome and supported. 
The study of BP’s current strategies shows that they are good at matching long-term environmental goals and adjusting to new technologies. However, it also shows challenges like the risk of overextending themselves and resistance to change. BP’s leaders will be better equipped to deal with instability because of the suggested strategies, which include scenario planning, data-driven insights, agile methodologies, and the implementation plan. By combining these strategies, BP can keep moving forward towards its strategic goals, keep the company stable, and promote sustainable growth.
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[bookmark: _Toc175216384]Introduction
I used Gibbs’ Reflective Cycle, which includes a description, feelings, evaluation, analysis, conclusion, and action plan, when Reflecting on the report (Adeani et al., 2020). It helped me organise my ideas about what I learned and how I learned it. I have learned more about how to be a good leader by looking at the learnings of the module and reading about different leadership theories (Gibbs’ reflective cycle, 2020). My choices have been better since I know more about business inside and out (Adeani et al., 2020). This essay reflects on my learning context, the skills I have gained, and my capacity to perform leadership duties.
[bookmark: _Toc175216385]Reflection
Description: As this module progresses, I have learned about several areas of Leadership including leadership traits and styles, the importance of vision, ethical leadership, and finally how motivation plays a role in leading (Carroll et al., 2023). I realized within the module that leadership is a broad term, by which I mean traits of a leader to different styles in leading people towards success and some important visions accomplish good leadership. We discussed the importance of task and relationship behaviours, ethical dimensions in leadership, as well as motivation influencing organizational performance (Carroll et al., 2023). In this module, I learned about leadership from all of its elements. Well, in week 1, I started to learn about leadership. In week 2, we discussed leader’s attitudes and in the next class covered leadership philosophical styles. Week 4 was about the role relationships and behaviours play in leadership. Week 5 was all about leadership skills and in week 6, they discussed leading during times of uncertainty. This was followed by week 8, which discussed creating a positive climate, then week 9 on leadership ethics and finally week 10, which was about motivation and performance in an organizational context. 

Feelings: At first, I was so overwhelmed by how many leadership concepts we were learning. The idea of leadership was a little scary, and the actual responsibility sounded overwhelming. But by the end of the module, it occurred to me that I got it. I also really liked the discussions on leadership styles and the ethical dimension of being a leader. I learnt that leadership is not about just leading but also inspiring and guiding others out of Integrity (Gibbs’ reflective cycle, 2020).

Evaluation: Upon reflection, however, I realised that the module greatly contributed to my comprehension of leadership. The focus on vision made me understand the value of structuring your life for a real, long-term goal. An hour, a course or even five minutes that I invest in new ideas can augment the depth and resilience of my leadership (TSW UK, 2023). For example, understanding vision and navigation better helped me realize that without some place to get excited about going (an engaging vision), it makes rallying others quite difficult at best. This was particularly evident in a discussion of how vision can call us out to move beyond the status quo and risk ourselves for worthy causes. Yet, I had a real challenge with the idea of task behaviour vs. relationship behaviour (TSW UK, 2023). Although I know the merits of both, it was hard for me to imagine how they could be combined well. Although the case studies discussed in the module drew this distinction out somewhat better, I still think that can be an area of growth for me.

Analysis: Reflecting on my experience I realise that the greatest asset for me is being able to understand leadership from an ethical perspective. We spoke about ethical leadership in this session highlighting leading with honesty and also making decisions keeping others more than ourselves. This is in line with my values and I think it could be a strong suit of mine as well. A commonality found in the discussion was that a leader, along with characteristics of trust, respect and accountability rang very close to home. Secondly, I also need to be more perceptive about the task behaviour and relate it with something in leadership. One of the points made by this module was that good leadership blends these behaviours but I kept leaning more towards being a task-oriented leader (Carroll et al., 2023). This bias could make me an ineffective leader, especially in positions that require excellent people skills.

Conclusion: Finally, this module has helped me understand what leadership means. I discovered the significance of visioning, leading from values and an approach to balance tasks and relationships (Sachs, 2020). Ethical I can do that, but relationship-oriented not so much. From now on, I am going to work hard to improve my relationship-building skills, a very important aspect in fostering the growth of an inclusive and productive culture within a team or organisation.

Action Plan: As part of my takeaway I need to work on more relationship-building activities. This includes joining group projects to have practical experience of balancing the task and relationship behaviours (Sachs, 2020). Also, I will ask for feedback from peers and mentors on my leadership style which should help me identify the exact places where I struggle. I also plan to learn more about relationship-oriented leadership so I better understand and apply this to my life. I also will look again at my experiences through the lens of tools like Gibbs' Reflective Cycle so that my learnings in leadership continue to evolve.
[bookmark: _Toc175216386]Conclusion
My growth and analysis of leadership styles have shown me how important it is to change leadership styles to meet company goals and challenges from outside the company. Because I know and use different leadership theories, I am more challenging, more flexible, and better at making decisions based on facts. I find it simple to be open, see the big picture, and understand other people. I need to work on making boundaries, staying the same, and not wanting to change, though. This module has taught me how to work on the types of leadership and how they can be properly utilised in real-life scenarios.
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