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[bookmark: _Toc80753298][bookmark: _Hlk67857997][bookmark: _Hlk67861601][bookmark: _Hlk67860496][bookmark: _Hlk80753463]1.0 Introduction

[bookmark: _Hlk80753314]What is Emergent leadership? This is when someone who has not been given the official title as a leader is assigned the leadership position. ‘’Emergent leadership occurs when a group member is not appointed or elected as leader, but rather that person steps up as a leader overtime within the group interactions’’. Technofunc, (2020). This suggests that the individual who is the most influential or respected within the group can emerge and uphold the leadership position because they are accepted by the followers.
[bookmark: _Hlk44360305]‘’Leadership is the most influential factor in shaping organisational culture, so ensuring the necessary leadership behaviours, strategies and qualities are developed is fundamental’’. West, M. et al., (2015). This suggests that leadership is not just a person who is in a formal position or someone who has the highest salary, it is someone who influences and guides others through their behaviours and actions. Every day is different for leaders as they are facing different problems and making new decisions. Things can change and the same style may not work for a different situation. So, it is important to be able to change and use a variety of styles, which is why we will look at some leadership models and the writer will look at her own ability to use different styles. The writer is currently in a secondment as a manager for a team. 

[bookmark: _Toc80753299]2.0 Leadership Models 

[bookmark: _Hlk80753316]Leaders look at the task and their surroundings, challenges, context of their world, work settings, sustainability, people and stability of the organisation and they will look at an urgent resolution for the problem. This is where leadership models and styles come into play. The leadership style that is used will bring a change to the team. 



[bookmark: _Toc80753300]2.1 Hersey-Blanchard Model

[bookmark: _Hlk80753326]The Situational Leadership style model is also known as the Hersey-Blanchard Model and it was developed by Paul Hersey and Ken Blanchard in 1982. In his YouTube video in 2015, Situational Leadership – Overview with Dr. Paul Hersey, he mentioned that in leadership you will influence and impact others through your behaviours and he also looks at how it affects their performance. For example, if you shout at someone they may be demotivated and be annoyed which results in not getting the job done. However, if your behaviour is calm and encouraging it will make them perform better and get effective results. This suggests that you need to match your behaviour to what you say so lead by example. Role model the behaviour you want others to model. He also mentioned that coaching and mentoring is significant and believes that this will solve performance problems and create a culture. 
[bookmark: _Hlk80746222]According to Hersey and Blanchard (1969) the situational leadership model theory should be used by a leader to help them motivate their followers and make them perform tasks more effectively and efficiently. The model looks at the connection between leaders and followers and creates a framework to examine each situation based on:
	· The quantity of direction and guidance (task behaviour) a leader gives
· The quantity of socio-emotional support (relationship behaviour) a leader offers
· The willingness level that followers display in performing a certain function, objective or task.







The model has four types of leadership styles which are based on the relationships and responsibilities that leaders face in the workplace. The four styles of leaderships are the following: 
1. Telling Style: This is a low-relationship and high-task style where the leader supervises the work closely and gives precise directions. This can be used on low maturity followers. 
2. Selling Style: This is a high-relationship and high-task style where the leader tries to sell ideas to the team by speaking in a persuasive manner when explaining task instructions. Contrasting the previous style, these followers are unwilling to do the job but have the ability. This can also be used with moderate followers. 
3. Participating/Coaching style: This is a high-relationship and low-task style which highlights common decision and ideas. Leaders may use this style with people that are experienced but lack confidence to complete the assigned tasks. This can be used with moderate followers.
4. Delegating style: This is a low-relationship and low-task style where the leader gives the team responsibility for a task. This is very good to use with high maturity followers. This is a more hands-off approach and the team take responsibility for the outcome. 
[image: Hersey-Blanchard Model - Overview, Leadership Style, and Downsides]
Figure 1. The Situational Leadership Model.

[bookmark: _Hlk80753343]According to Hersey and Blanchard (1969), the leaders that follows the situational model will learn to demonstrate four essential, critical and common leadership competencies which are:

· Diagnose: recognise the situation you are trying to influence
· Adapt: change your behaviour in response to their contingences of the situation
· Communicate: co-operate with others in a way they can accept and understand
· Advance: manage the movement 

Maturity Levels
Kenton, W. (2020), mentions that the model is flexible and helps the managers familiarise their management styles and that managers who use the model should choose the style according to the maturity of followers. For example, if the follower maturity is low, the manager will most likely need to give clear directions/instructions and oversee the work closely so that they can make sure the goals are achieved. However, if the follower maturity is high, the manager will need to give minimal instructions and guidance.
There are three categories for the maturity levels which are: low, moderate and high. The low maturity employees are enthusiastic and more motivated but do not hold the full skills to carry out the task. The moderate maturity is usually separated into two groups: the first group includes employee that are capable to take on the task but lack confidence, and the second group includes employees that are confident but are unwilling to do the task. Finally, the high maturity are the highly confident and capable individuals that can work on their own and are experienced.
Cherry, K. (2020) mentions that there are four important factors that leaders should be mindful of when assessing the situation. The four factors are:
1) Consider the relationship: leaders need to look at the relationship between the team and the leader. Interpersonal and social factors may play a role in deciding which approach is the greatest.
2) Consider the task: the leader should consider the task and look at what level of complexity it is. The leader should also look at what the task requires in order to be successful and have a clear idea.
3) Consider the level of authority: the leader should be aware of the level of authority they have over the team. Some leaders increase power through their relationships with employees by supporting them, gaining respect from them, helping others and including them. Others gain power from their position in the company for example they can hire, fire, reprimand and reward employees.
4) Consider the level of maturity: the leader needs to identify everyone’s level of maturity which will help understand the individual’s ability and willingness. 

Advantages
The idea of the model is that it highlights on strengthening the maturity levels by providing support, using constructive coaching techniques and encouraging motivation so then the focus will be more on the employee’s capabilities and development which will benefit the leaders and the organisation. ‘’Leaders must be attuned to their followers’ skill and motivation levels in order to decide which leadership style to use’’. Halaychik, C. S, (2016).
The leaders can easily change their style at any time and adapt to them during different situations, so it is a desirable trait and it is a simple theory which is easy to apply. ‘’In situational leadership, the focus is on the current level of employees and staff – their capability and capacity to effectively carry out and complete certain tasks’’. RunRunner, (2020). This suggest that the model focuses at the competence and maturity of the team. 
[bookmark: _Hlk80740353]A great focus of the model is that it is more based on the situation and the factors instead of an individual’s favoured orientation, this makes it more flexible for leaders to change styles. An important part of the Situational Model is that it has an adaptable method by letting the leader to evaluate the maturity levels of each member of the team which helps them adjust their behaviours and follow the leadership styles accordingly. By focusing on the maturity levels a leader will be able to identify their follower’s ability and readiness to complete tasks. ‘’It’s no overstatement to say that the situational leadership theory became a management phenomenon after it appeared in their 1969 book_, Management of Organizational Behaviour’’. Wroblewski, M.T. (2019). 

Disadvantages 
A negative point is that ‘’Situational leadership as a model may not feel intuitive to task-oriented or heavily regimented managers’’ Sisk, A. (2018). This suggests that these individuals will find it harder to adapt and be flexible to the situation. The theory may be a disadvantage to leaders who have limited power and may not suitable.
Situations that involve complex tasks and time constraints may not be suitable for the model. ‘’Situational leadership is based more on meeting an exact need, at the moment, then an approach which looks toward the long-term needs of a team’’. Gaille, B. (2018). 
After researching the situational leadership model, the writer believes that it is an excellent leadership model which has a variety of styles that can be used during different situations. ‘’The Hersey-Blanchard Model suggests no single leadership style is better than another. Instead of focusing on workplace factors, the model suggests leaders adjust their styles to those they lead and their abilities.’’ Kenton, W. (2020). The model suggests that it can be used in different situations by leaders and it will help them handle, coordinate, direct and guide the team in different situations.  

[image: ]2.2 Goleman’s 6 Leadership stylesFigure 2


In 2002, Daniel Goleman introduced The Goleman’s six leadership styles that are based on emotional intelligence and can be used to make a healthy working environment.  According to the Goleman Leadership Styles model the leaders should have the capability to deal with the changing environment at work. Lindberg, C. (2021). This suggests that if the leader applies the correct styles in the appropriate situation, they will be more effective in changing the environment. Below are the six leadership styles summarised by the writer:
1. The Affiliative Leader – this focuses on the people and relationships. By keeping team members happy and focusing on them it makes the affiliative leader build strong bonds and relationships with the team. By using this style, the leader will create trust and harmony within the team and take teamwork to a greater level. Many people have said that the benefits of this style are building team spirit and consistency. If the Affiliative style is overused, it can have a negative effect because it can make it difficult to establish the role of a leader/manager and the leader will be viewed more as a friend.  It can also lead to lack of accountability, conflicts and mean lower productivity because the team are more focused on having fun and being friends rather than get the work done.
2. The Democratic Leader – this is when the leader empowers their team and allows them to take part to help make decisions, by encouraging them, listening to their ideas and suggestions. In the end of the decision-making process the leader will make and approve the decision. By being a democratic leader, you can build a stronger team and relationship between the leader and followers, it will also create motivation and make others feel valued. 
3. The Visionary Leader - this is when the leader encourages and inspires the followers to follow a long-term vision. This will bring people together, encourage participation, develop communication and make goals clearer. However, the leader may lose short-term focus because they are so focused on the vision.
4. The Coaching Leader – this is when the leader helps team members develop by coaching them which results in better individuals and increased performance. By using this style, it will create engagement, loyalty and commitment within the team, and you can also help them become effective leaders. However, coaching can be time-consuming and may not work if the coachee is not motivated to develop or open to feedback. 
5. The Commanding Leader – in this style the leader gives instructions and makes the decisions without providing any explanations. There is usually a lot of expectations, clarity in roles and rules, constricted control and follow-ups.
6. The Pacesetting Leader – this is when the leader is more focused on performance and results and expects efficient productivity and effective results from the team. However, this leader leads by example and is self-aware of themself, they also expect the same from themselves and aim to be as productive as possible. 
These styles are like the Situational Leadership Model and has the similar advantages and disadvantages.

[bookmark: _Toc80753302]2.3 Continuum of Leadership Behaviour

[bookmark: _Hlk75278564](Tannenbaum & Schmidt, 1973) identified problems of leadership styles in organisations and created a leadership continuum. This is a model that looks at the amount of independence a manager gives to the team and the amount of authority that is used by manager. The model is designed to support managers and leaders with their choice of leadership style or pattern by making them mindful of the forces which are most related. The model demonstrates the relationship between the level of freedom that a manager chooses to give to a team and the level of authority used by the manager. (Tannenbaum, Robert and Schmidt. 1973).
[image: Continuum of Leadership Behaviour]






Figure 3. Continuum of Leadership Behaviour. MSG. Management Study Guide.

HMRC is a large government organisation which has a big responsibility towards the public. They need to fulfil important responsibilities such collecting the right amount of tax and national insurance so that it is used for the public such as the NHS, government schools, benefits and many more. It is important for senior managers to plan and ensure the responsibilities are being followed, this is where delegation will come in and where a leadership style will be effective. “Effective leadership is finding a good fit between behavior, context, and need.” – White & Hodgson, 2003.
Most of the time there are senior leaders who decide the approaches and key projects and then delegate the tasks to middle managers who are acquired the task and usually have a little say in the decisions that they are involved in. These middle managers then instruct the employees and ensure that the goal is met through the employees who again also don’t have much say. For example, if HMRC needed to collect a certain amount of tax by the end of the month, the senior leaders will decide how the organisation can meet the targets and pass it on to the middle manager. The middle manager will then advise them how they will measure this e.g. statistics or extended work times and ensure that each employee is meeting target. The employees will understand what is expected of them and be influenced by the manager and have this pressure and they will do the work which will help meet the targets. Overall, it seems like the senior leaders direct and decide things and expects the manager to delegate the tasks and the employees then do the action.


[bookmark: _Toc80753303]3.0 Evaluate your own ability to use a variation of Leadership styles

The writer completed a self-assessment questionnaire based on Goleman’s 6 leadership styles on SkillsYouNeed. Please refer to appendix A for the results.
After reviewing the results, the writer created a SWOT analysis in the table 1 below:

	Strengths 
	Weaknesses

	· Identified own leadership styles
· Learned about a variety leadership styles
· Identified need leadership models 
· Allows the group input and strengthens team
	· Delegation 
· Commanding others
· Setting boundaries and limits

	Opportunities
	Threats

	· Can develop own style
· Can use a range of leadership models
· Team and self-development
· Increased productivity and performance
· Share knowledge and skills
· Builds trust between leader and followers
· Feedback from the team
	· Losing control 
· Losing followers
· Demotivation for the followers
· Difficult team members
· Confusion of accountability




[bookmark: _Hlk80753354]The results showed that the writer only had one well developed style which was a coaching leader. This style matches the writer’s personality and values as she is empathetic with her employees, for example, one of her employees had a bereavement in her family which made her fall behind on her targets and affected her productivity. The writer gave her the extension, didn’t pressure her, provided the support and time and coached her on how to achieve the task. This worked out better because the employee was able to accomplish the task during a difficult time but also build a stronger working relationship with the writer and respect her more. The writer does carry out many coaching sessions with all her employees so that she can help them develop their own skills along with her own. The writer uses the coaching leader style the most because it includes in-depth conversations, is motivating and it creates rapport and trust. 
The results showed four fairly, well-developed leadership styles where Affiliative, Pacesetting, Authoritative and Democratic. These need further development.
The least well-developed style was the coercive style, the writer agrees with this because she finds it difficult to be more commanding and demand immediate obedience because she feels like she does not want her follows to dislike her. This style needs a lot of further development too. 

[bookmark: _Toc80753304]3.1 Personal Development Plan

After reviewing her SWOT analysis and results, the writer has created a PDP plan below:

	Styles
	Objective:
	Action:
	Completed by:
	Result:
	Resources

	Affiliative
	Learn how to be optimistic

Learn how to resolve conflict
	Practice meditation and mindfulness

Take courses and do team building exercises, attend debates.
	30th August 2021

30th October 2021
	Feedback from seniors and colleagues

Certificate and feedback from colleagues
	Computer, books, pen and paper, authorised time off work

	Pace setting
	Learn high-performance coaching
	Take online course and do more coaching sessions with employees focusing on high performance
	30th September 2021
	Increase in employee performance, feedback from coachee. More motivated employees
	Meeting rooms, computer and training programmes

	Authoritative
	Gain self-confidence and improve presentation skills
	Enrol onto a course
	30th October 2021
	Certificate
	Computer, authorised time off work

	Democratic
	Improve decision making and problem solving.

Improve facilitation and listening skills.
	Take courses for problem solving

Do more team building exercises
	30th September 2021

30th December 2021
	Certificate

Feedback from the team
	Computer, meeting rooms, pens, paper, Trainor

	Coercive
	Learn how to make effective decisions under pressure

Manage crises
	Take courses

Shadow a senior leader who manages major crises
	30th November 2021

30th December 2021

	Certificate

Feedback from senior
	Books, pens, computer, authorised time off work




[bookmark: _Toc80753305]4.0 Why do people want to be a leader? 

[bookmark: _Hlk80753408]Minda Zetlin who is a co-author at The Geek Gap wrote a blog on The Best (and Worst) Reasons to Be a Leader in 2013. She mentioned that many people are wanting to be leaders for the wrong reasons such as; money, of course money is lovely however the leader may be more focused on their pay cheque instead of focusing on the team and individual needs. The second reason is power, some leaders like feeling superior to others and enjoy commanding others however this can get to your head and make you overconfident in a negative way which can demotivate your followers. The last reason is prestige -   this can make you feel appreciated and you may have some nice perks, but you may get distracted by the luxuries and spend time worrying about achieving the results you want. (Zetlin, M, 2013) looks at the right reasons to be a leader which are; Goals, this is where you have a dream or target and need the help of other people to achieve it, so you look at becoming a leader and get them to help you.( Zetlin, M 2013) believes that this is the best reason to want to be a leader. The second reason is people, she states that ‘’the best leaders put most of their time and energy into helping other people be more successful, by making connections, giving feedback, and providing the resources they need’’. Zetlin, M. (2013). So, if you enjoy helping people grow then leadership is meant for you. The last reason is responsibility, this is when you want the responsibility of a leader and are motivated to do better, 
[image: How to Become a Great Leader]







Figure 4


[bookmark: _Toc80753306]4.1 Vison, Values of the Leader

Bettignies. D. H. (2014), wrote an article about The Five Dimensions of Responsible Leadership where she looked at the mindset of responsible leaders. She mentioned the 5 points below which the writer as summarised:
1. Awareness - A leader should be aware of themselves and others around them, they should also have a mindset where they want to keep learning about themselves so that they know themselves better. The leader should also be aware of what is happening at the organisation and in the world. An example of this could be the Covid-19, there is a lot going on around the world because of this, the world has been affected, this means multiple organisations and people have also been affected. So, a leader will need to look at what they can do to be prepared for something like this next time.
2. Vison – this is when the leader envisions where they want to be in a few years and where they see the organisation. They also consider the planet. 
3. Imagination – a leader will ask themselves if they can be a different leader, different person or different manager. The leader will also imagine if the organisation and society will change and if they can corporate another culture. For example, what kind of society do we want to create and leave behind for our grandchildren and other generations. 
4. [image: Leadership Pyramid Showing Vision Values Empowerment And Encouragement]Responsibility – even though the leader cannot solve all the problems in the world they still have a positive mindset and look at how at what they can take responsibility and change as a leader. They are not biased and look at any negative issues that may be caused due to the organisation and look at how that could affect the society and world. So, they also ensure that the organisation takes responsibility.
5. Action – instead of just talking they have the mindset that they want to match their actions and words. They also look at how they can make changes and contribute to the society and how they can voice their values and act within the organisation and inspire others.

Figure 5

[bookmark: _Toc80753307]4.2 Roles of a Leader

[bookmark: _Hlk80750719]According to Eikenberry, K. (2020) and Covey, F. (Unknown), there are some roles a leader must fill such as: 
	· Lead and implement change
· Be a good role model and lead by example
· Support, listen and help others
· Coach and mentor
· Involve and encourage others
· Monitor progress
· Empower people
· Creates a shared value and inspires vision
· Energises others
· Display confidence
· Encourage group discussion
	· Communicate clearly and effectively
· Create an inspiring vision and shared value
· Aspire to energize people
· Communicate openly
· Demonstrate confidence
· Coach Potential
· Listen support and help
· Involve everyone – use a team approach
· Coach bring out the best in people




[bookmark: _Toc80753308]4.3 Leadership vs Management

‘’A manager is someone who organises a group of people to accomplish a goal. It is a job as old as the human race.’’ Murray, A. (2010). This suggest that managers follow a group of procedures and maintenance. 
In his book, On Becoming a Leader Warren Bennis presents the key differences between leaders and managers. These are:
· The leader Innovates; the manager administers
· The leader develops; the manager maintains
· The leader focuses on people; the manager focuses on structures and systems
This suggest that leaders focus on finding ways to influence and align people to get the work completed and do not focus much on how to organise people. However, it shows that managers prefer to achieve their goals through strategic processes and synchronised actions or activities and tasks that have stages and direct to its outcome. 

[bookmark: _Toc80753309]4.4 Barriers in leadership

Gender Leadership
[bookmark: _Hlk78833115]Gender can be a barrier in leadership for example it may be more challenging for a woman to lead then it would be for a man. ‘’New research finds the glass ceiling – that invisible barrier to advancement that women face at the top levels of the workplace – remains as intractable as ever and is a drag on the economy’’. University of Chicago Booth School for Business, (2018). This suggests that the barriers prevent the women from achieving higher roles within their company.
Danielle Corley who is a research associate for women’s economic policy wrote an article about The Women’s Leadership Gap along with Judith Warner who is a senior fellow at the center for American progress, where they both looked at the statistics. They found out that in 2016 only 43 percent of the 150 highest-earning organisations had no female executive officers at all and that in high tech industries only 20 percent of senior officers, executives and management were women. The two also mentioned that women of colour face an even wider gap and that only 3.9 percent had a leadership role in those companies. ‘’Although they hold almost 52 percent of all professional-level jobs, American women lag substantially behind men when it comes to their representation in leadership positions’’. Warner, J. and Corley, D. (2017). This suggests that even though there has been a progress it is very slow.
[bookmark: _Hlk78833459]‘’Glass cliff refers to a phenomenon wherein women tend to be promoted to positions of power during times of crisis or downturn when the chance of failure is more likely.’’ Kagan, J, (2021). This suggests that women are promoted or given the chance at the higher roles or important tasks when there is a crisis within the company and are at the risk of failing. This also suggests that any women in this position will be easier to blame by the company for any failures.

[bookmark: _Toc80753310]5.0 Assess your own ability to set direction, delegate, motivate and empower others
[bookmark: _Toc513624257][bookmark: _Hlk67859056][bookmark: _Hlk67860359]
In order to manage the complexity within the workplace it is important to understand your employees, inspire and motivate them, delegate tasks to them, empower them and set a direction. The writer uses Burke-Litwin’s Driver for Change model to implement any changes in the workplace.

Inspire and Motivate
David McClelland initiated workplace motivational thinking, encouraged improving employee assessment methods, promoted developing achievement-based motivational models and theory and supporting assessments and tests that are competency-based which he argued are better than personality tests and the traditional IQ tests. David McClelland is mainly known for his 1961 book, The Achieving Society where he described the three types of motivational needs:
1. Achievement Motivation (n-ach) – the n-ach person seeks achievement, attainment of realistic but challenging goals and advancement in the job. They feel a strong need to receive feedback and a want of sense of achievement.  The n-ach person is ‘achievement motivated’.
2. Authority/Power Motivation (n-pow) – the n-pow person has a need to be effective, influential and to make an impression. They feel a strong desire to take the lead for their ideas to succeed. They are motivated and have the desire to work towards growing respect and personal status. The n-pow person is ‘authority motivated’.
3. Affiliation Motivation (n-affil) – the n-affil person has a desire and motivating towards friendly relationships and interaction with others. This person likes to be held in popular approval and produce motivation; they are also the team players. The n-affil person is ‘affiliation motivated’.

McClelland (1961) mentioned that majority of people display and hold a mixture of these characteristics and this affects their managing/working style and behaviour. Therefore, it important to understand each individual and look at where their motivation lies.
[bookmark: _Hlk80647175]‘’Motivating employees should be one of the leader’s top priorities’’. Craig, W. (2017). To motivate others the writer decided to do employee of the month with rewards so that it motivates team members to want to be acknowledged for their hard work and make them feel appreciated. It also motivated the team members to compete and perform better so that they can be rewarded.  
After seeing a lack of motivation, HMRC have recently increased the pay for the workers so they will keep an eye on performance. They have also reduced the late working and weekend shifts for the taxes department, these shifts use to demotivate staff. The writer offered the team opportunities for self-development by providing them with accessible training and materials and having discussions through their coaching sessions. This way staff will learn new skills and knowledge and it will build a stronger workforce, the staff will feel more motivated since they know they have these opportunities and a manager who will support them progress in their career. 
‘’Motivation is what keeps the wheels of civilization turning’’. Craig, W. (2017). At the start of the week the writer advises the team of any goals they need to meet and makes it clear on how to achieve it, this helps the team understand things better which will make them want to work towards it and be more inspired. 
The writer creates a fun environment by making jokes and not always being serious. She gives recognition. She also is an approachable manager and makes it easy for others to come to her and ask for help. The writer ensures that the workplace is as positive as can be by making sure the team are connected and getting along with each other for example once every 8 weeks the team tend to go out for a meal or do an activity outside of work.  She avoids constantly talking about negative things. When failures happen, the writer provides feedback and encourages the staff to learn from it rather than publicise and embarrass them.
The writer does not micromanage because she knows how it feels when someone is watching over your shoulder constantly, it makes people feel demotivated. She makes it clear to her team that they are all adults here to work, so if they follow the rules and expectations of the job and are producing effective results. She allows them to take mini breaks, chat amongst themselves and does not put too much pressure. 
[bookmark: _Hlk80742233]At HMRC the staff are looked after and are provided a clean, spacious working environment. A new building has been built just for the HMRC staff in Cardiff and is very modern and beautiful. The writer also mentions the statistics once a week during the team meetings and advises the team and individuals privately about their progress, sometimes this may be demotivating when there is a bad week but the writer does her best to help them improve and shift the focus to a more positive aspect. By mentioning the good statistics and results the team and individuals will feel motivated to do better, even compete with other teams and each other, they also are rewarded at the end of the month which is something to look forward too. ‘’In other words, a leader should have superior characteristics, which can inspire employees to achieve an organisation’s goals’’. Quinton, N. (2021).
Empower others
[image: Take the Lead&quot; Coaching Programs ... Who is controlling your life? - LKN  Connect Marketplace]Asking for individuals input in things and encouraging discussion in the team will make each individual feel acknowledged and important which will make them feel more positive about where they work. ‘’Empowerment has huge benefits for the employee, your team and the company bottom line’’. Leonard, K. (2020). Figure 6

At the end of each team meeting the writer goes around each person asking them if there is anything they would like to say, and she gives each person the opportunity to voice and express their opinions. She also messages everyone everyday on the teams asking for any new trends or issues in the workplace so they can all discuss it. 
The writer does not micromanage her staff so that they feel like they are empowered and trusted to do their own work which means they can work independently. The writer does still monitor the employees from a distance to ensure that the employees are not neglecting their duties. Empowering employees does not reduce the manager’s powers rather it can lead to increases in efficiency and employee retention. ‘’The importance of empowering employees in the workplace should not be underestimated: it breeds individual and group confidence, enabling people to work both efficiently and more effectively’’. Williams, B. 

Setting direction
At the start of each month the writer brainstorms her goals. The writer then listens to others and learns, defines the goal and team mission, then looks at initiatives and lastly defines the measure for the success. 
[bookmark: _Hlk80650587]The writer creates a vision at the start of each week where she discusses where she wants to see the team by the end of the week so example she mentions the statistics, then advises how to improve them and what the rewards will be if the reach them at the end of the month. By doing this she is monitoring the performance of the team and creating motivation within the team. Nearly every day the writer checks in with her team and at the start and end of the day there is a greeting to the team even if it is on TEAMS. ‘’A leader must be able to set direction, create a sense of shared purpose and guide behaviour’’. Morris, B. (2013).
At the end of each month the writer dedicates her time to reflect on the month and look for any development on setting direction. The writer is also self-aware of how she behaves and ensures that she is a good role model and makes clear her expectations. 
[image: ]To bring organisational change the writer aligns the employee goals to the organisation goals. For example, at HMRC there are workplace values like honesty and helping others, so if you employ employees that understand and believe in these values, they will follow it. This will result in better customer service, increased performance and achieving the goals because the employee wants to work towards it. Figure 7

The writer also uses coaching sessions to identify the individual’s goals and sets direction on how to achieve them. She uses the Safety RAFT system during the coaching process, which looks at the safety, results, actions, feelings and thinking of the coachee. 

Delegate 
[bookmark: _Hlk80647881]The writer assesses each team member’s strengths and weaknesses after 1-2-1 sessions and understands what tasks they are capable of. She provides them with the resources and materials that are required. She is patient and explains what is expected of them and the desired goal. She communicates clearly when delegating and explains the instructions, task guidelines and the resources available. The writer delegates face to face, through oral and written communication. By delegating tasks to the employees, it frees up time for the writer and makes the employees feel empowered and independent. ‘’Delegation in leadership not only helps get things done, but it also empowers employees by giving the, greater autonomy’’. Wright, J. (2019). The writer also delegates some tasks to specific employees to develop their new skills for example, an employee has confidence and communication problems, so the writer delegates the task to hold the next team meeting. She gave the task to the employee to research and find a topic to speak about. This gave the employee the opportunity to develop her researching skills and communication skills and it also gave the writer the extra time to use towards a more important task. However, the writer still monitors the progress by coaching, mentoring, performance evaluation, and through positive and negative reinforcement. This is so that she can ensure that the task is getting done and manage the costs and time. The writer also delegates the task of planning the activities for the team day out to a different member of the team so that everyone has the equal chance to choose. 
[bookmark: _Hlk67857934]
[bookmark: _Toc80753311]5.0 Conclusion

[bookmark: _Toc67774964]After researching the leadership models the writer has learned new styles and new models which are very valuable. She was able to identify her own leadership styles and is now aware of where she needs to improve. Gill (2011) clarifies, “Contingency theories suggest that there is no best style of leadership. Successful and enduring leaders will use various styles according to the nature of the situation and the followers’’. This suggests that any leadership model and style can be used and if used correctly it will make you a great leader. The writer was able to identify her own ability to motivate, delegate, set direction and empower others. These new skills can be easily applied at her workplace.
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Your Leadership Styles

Based on the answers you gave your leadership style mix is:

Overall, you have a reasonable mix of leadership styles but there are still opportunities to develop them further.

See our page: Developing Your Leadership Style for more information.

A coaching leader will develop people, allowing them to iry diflerent approaches in an open way. The phrase that sums up this style is ‘Try i, and this leader
shows high levels of empathy, sel-awareness and skills in developing others. A coaching style is especially useful when an organisation values long-term staff
Gevelopment

Pace-setting leaders expect excellence and seff-direction, and can be summed up as ‘Do as | do, now’. The Pace-setter very much leads by example, but this
type of leadership only works with a highly-competent and well-motivated tea. It can only be sustained for a while without team members flagging. Like the Co-
ercive leader, Pace-setiers also show drive to succeed and iniiative, but instead of seff-conrol, thess are coupled with conscientiousness. Authoriative lead-
ers move people towards a vision, 5o are often described as 'Visionary'. This style is probably best summed up as ‘Come with me" It s the most useful style
when a new vision or clear direction is needed, and is most strongly positive. Authoritative leaders are high in self-confidence and empathy, acting s a change
catalyst by drawing people into the vision and engaging them with the future. An affiiative leader values and creates emotional bonds and harmony, believing
that People come first. Such leaders demonsirate empathy, and sirong communication skils, and are very good at building refationships. This style is most use-
ful when a team has been through a dificut experience, and needs {o heal rifs, or develop motivation. It is not a very goal-oriented style, so anyone using it will
need to make sure ofhers understand that the goal is team harmony, and not speciic tasks. It s probably obvious from this that it cannot be used on its own for
any length of time if you need to ‘get the job done’. The democratic leader builds consensus through participation, constantly asking "What do you think?, and
shoving high levels of collaboration, team leadership and strong communication skils. This style of leadership works wellin developing ovnership for a project,
but it can make for siow progress towards goals, until a certain amount of momentum has built up. Anyone wishing to use this style will need to make sure that
senior managers are signed up to the process, and understand that it may take time to develop the consensus

Coercive leaders demand immediate obedience. In @ single phrase, tis syle is ‘Do what | tllyou' These leaders show initive, seffcontrol, and dive to suc-
ceed. There s, of course, a time and a pace for such leadership: a battiefield is the classic example, but any crisis willneed clear, cam, commanding leader-
'/ Tnis style does not, however, encourage anyone else to take the initiative, and often has a negative effect on how people feel.





