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Dwayne McDaid is a 30 year old student currently in his third year of a Leadership and Management Degree. With 10 years of experience within the insurance industry he is currently looking to develop himself to move into management roles in the health, green energy or charity sectors. This report is written in 2021 during the coronavirus pandemic. This should be taken into consideration as it will have an effect on resources, accessibility, values and beliefs
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During the first part of this assignment we cover the first two questions together. This is because, in an attempt to define, understand and conceptualize leadership, we also explore its ability to impact on individuals workplace. 
The author starts by trying to define leadership and realising that the complex nature of it means there’s probably as many definitions of the concept, as there are people trying to establish one. 
We then look over some of the past literature of leadership, going as far back as the great Chinese philosopher Confucius and working our way to Kellerman in the 21st century who introduce the equilateral triangle: Leaders, Followers and Context.
Following this the report looks into different types of leadership where the author reflects on Autocratic and Democratic leadership with workplace examples. 
Finally, for this double section, the author reflects on their own ability to lead in different situations by attributing certain leadership styles to Tuckman’s four stages of team development. 
In the latter part of the report we look at motivation. We establish that many theories on motivation are interlinked such as Intrinsic/extrinsic motivation, Maslow’s Hierarchy of Needs and Herzberg’s Two Factor Theory. 
The report concludes with the author reflecting on how changes to leadership style affected motivation during a team exercise.

[bookmark: _Toc77543509]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role
[bookmark: _Toc77543510]& 
[bookmark: _Toc77543511]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance       

Leadership is one of the most examined phenomena’s in social science (Day, 2012). It’s a universal activity, evident in both animal and human species and the scrutiny placed on explaining and defining it is widely seen throughout academic research (Bass, 2008). References to leadership can be found throughout classical Eastern and Western publications, with a prevailing view that leadership is fundamental in effective organisational and societal functioning.
Leadership, as a practice, is potentially easier to explain than defining it altogether. Taking in to account the complex nature of leadership and the scrutiny afforded to it, a widely accepted, specific definition of leadership does not yet exist; and possibly may never be found (Day, 2012).
There are probably as many definitions of leadership as there are leadership theories. And, as many leadership theories as there are psychologists working within the field (Fielder, 1971). This view was later reiterated by Stogdil who said, "there are almost as many different definitions of leadership as there are persons who have attempted to define the concept" (Stogdil, 1974). Even in the absence of universal accord, a generic definition of leadership would be required before it could sole topic of scholarly inquiry.
Leadership is a dynamic, complex interactive web. The concept of leadership is linked to various fundamental factors such, including among others the nature of reality, ontological issues, stakeholder perspectives and the levels and ability of analysis. Therefore, how leadership is understood and defined will depend on one’s own perception of leadership (Hunt, 2004).
For many centuries, leadership was viewed as a personal quality. Confucius, the great Chinese philosopher and politician who lived about 2,500 years ago insisted that leaders needed to be virtuous and look after the people around them. For him, the primary purpose of a leader was to serve the people (Confucius, circa 475 CB/1998). Plato, commonly titled the founding father of philosophy asserted that leaders should be wise (Takala, 1998). Additionally, Machiavelli proclaimed that leaders should be intelligent, with good virtues and the support of the people (Machiavelli, 1513/1992).
Carlyle, in the 19th Century, outlined the recurring ideas of leadership in his theory of the “great man” (Carlyle, 1841/2011). He advised that leaders, were exceptional people or heroes that used their abilities, intelligence, charisma, wisdom and political skills to influence people and gain power over them. While his ideas are still echoed today, Spencer pointed out that these great men were products of their societies and the situational context they lay within (Spencer, 1873/2013).
Even though some academics still define leadership as a personal quality, a new trend started after World War II. Stogdill defined leadership as a process/action. He advised it was an act of influencing the activities of an organized group, for a particular purpose, towards set goals and goal achievement (Stogdil, 1950). Stogdil was possibly the first person to define leadership as a process rather than an individual trait. He defined the purpose of the process as “goal setting and goal achievement”. 
This idea of leadership was further continued by Tannenbaum, Weschler, and Masaryk who stated, leadership is interpersonal influence "interpersonal influence, exercised in a situation, and directed, through the communication process, toward the attainment of a specified goal or goals" (Tannenbaum et al., 1961). The feature of leadership as influence, was further emphasized by Zaleznik who said that leaders need and use power to influence the thoughts and actions of other people (Zaleznik, 1977). 
In 1988, Kotter introduced a different viewpoint to leadership. He defined it as a "the process of moving a group (or groups) in some direction through mostly non-coercive means" (Kotter, 1988). According to Kotter, being coerced is not leadership as followers should do so voluntarily. However, not all academics agree with his distinction. For example, Kellerman asserted that the use of force is also leadership (Volckmann,2012).
In the 1990s researchers started to consider the importance of the followers, within he leadership process. Bass noted that the leadership was not only about the influence they had on others but the process could be affected and influenced by anyone involved. He advised that leadership is an interaction between two or more members of a group, that often involves building or re-shaping their current situation, altering the perceptions and expectations of other group members. Therefore, leadership happens when one group member changes the competency and motivation of others in their group (Bass, 1990). This view of leadership advises that, at different times within different interactions, the leader can become the lead/follower. Therefore the role does not lie with one person, but to whomever has the influence, power or following at that particular time. This view shows why there are so many definitions of leadership out there as the position of leader can change so quickly and unrestrictedly.
Kellerman expanded further on the introduction of new parties to leadership, by visualizing it as an equilateral triangle: Leaders, Followers and Context (Volckmann, 2012). She recognised that leaders were important, as many have done before, but stated that the followers were just as important. Which was suggested by Bass in 1990 (Bass, 1990). Furthermore, she advised that context was as equally as important as the preceding two components in the leadership process. Going further to say that leadership is different now, to what it was 20 years ago and that it’s different in every country (Silva, 2016). 
The above confirms that leadership as a concept has been evolving over time and that most leadership scholars would likely accept that, at least in principle, leadership can be defined in terms of (a) an influencing process – that occurs between a leader and their followers – and the resultant outcomes. And, (b) how this influencing process can be explained and attributed to the leaders characteristics and behaviours, their followers recognition and perception of the leader, and the situation or context in which the process of influencing occurs. 
Leadership is much more than one individual trait, it is a complex phenomenon which evolves with the followers and context, who are also very important, over time.
One example, the author has seen in the workplace, that demonstrates the modern concept of leadership is the change of Operations Mangers of Customer service at Admiral Insurance. Traditionally, the service element of employees roles with the CS (customer service) department were the key focus of all key performance indicators. However, to stay competitive, increase revenue and expand on their existing customer base, sales of products and services to existing customers was introduced to the call flow of all CS employees. This meant that CS agents were now expected to upsell/cross-sell to any customers calling the contact centre to discuss to general questions or queries. This clashed with the preceding values of the employees as efficiency and satisfaction were the key target. However, now they had to sell to these customers, after completing their original role, it added on extra time, queries and difficulties to their already perfected calls. Noticing a severe lack of uptake of selling in the CS function the managing director looked at the operations manager of the department. They identified that the importance of selling was not being advocated at the top therefore the staff did not care for or actively try to sell. Following this, the operations manger was replaced with a manager from the Sales and New Business team. At first, their was still very little uptake as the staff did not recognised this person as a leader (only in title). To change perspectives this new manager got the team mangers on side. He then held many team meetings where they explained the benefits to not only the customers and the business but the employees themselves. They also revised the sales part of the call flow to fit in alongside the customer service element. This persistence, openness to feedback and adaptiveness won over many CS employees. Over time, more and more people fell in line and incorporated sales as part of their CS flow. Eventually, as it became normalised, it become a requirement of all calls. Those who did not follow willingly had to, otherwise they were punished either financially or placed under further scrutiny. During this time of change the service KPI’s were negatively affected. Even though sales were now part of the CS functions usual practices, the service part of their roles needed to be improved.   With this the Managing Director replaced the Operations manger with a member of the previous customer service management team. 
This example shows that the newly appointed Sales manger into the CS function was the best fit for leader at the time. That through shared vision, setting goals and goal achievement, change was affected. However, whilst the Sales manager was the best fit for the introduction of a sales element to the CS function, the MD did not believe they were the right person for improving and changing the service element. This view on leadership and how it can change is backed up by the example provided by Silva, who remarked on Churchill during World War II. Whilst Churchill was the chosen leader during the second world war he lost the election soon after peace was restored. This is because he was regarded as the right person for the role in times of trouble. However, he was not the considered the right leader in the context of peace (Silva, 2016).
 Types of leadership 
Existing theories of leadership are primarily focused on role clarification, a followers goal and the way in which leaders rewarded or sanctioned their followers behaviour (Bass, 1985). This covered only the limited and basic exchanges with followers in transactional leadership. To understand how leaders influenced followers to transcend self-interest, for the greater good of their group and organization to achieve high levels of performance and success, Bass suggested a different point of view, called transformational leadership. Bass and his colleagues expanded on his leadership theory further, based on results of studies between 1985 and 1990, which comprised of five transformational leadership factors, three transactional leadership factors, and one non-transactional laissez-faire leadership (Avolio & Bass, 1991; Bass, 1998, Hater & Bass, 1988). 
Transformational Leadership
Transformational leaders help followers achieve extraordinary goals by being proactive and raising their followers awareness of collective interests, encouraging them to possibly transcend their own.
Transformational leadership is made up of five factors:
Idealized influence (attributed). This refers to how the leader is perceived by others socially, regarding their charisma, whether they are generally seen as powerful and confident, and whether they are viewed as focusing on complex, higher level ideals and ethics. 
Idealized influence (behaviour). This refers to the charismatic actions of leader, based on their perceived values, beliefs and goals.
Inspirational Motivation. This is the way the leader motivates and energises their followers, instilling optimisms, focusing on objectives, setting the path and communicating to followers that their shared goals are achievable. 
Intellectual stimulation. Is how a leader challenges their followers to think creatively and find solutions to difficult problems, appealing to their followers sense of analysis and logic. 

Individualized Consideration. This is how the leader brings about follower satisfaction through paying attention, advising and supporting the individual needs of the followers to help them develop and self- actualize (Antonakis, et al., 2003). 

Transactional Leadership
Transactional leadership is an exchange process primarily based on obligations and contractual fulfilment. These are often represented by the setting of objectives, the monitoring of and controlling outcomes. Transactional leadership comprises of three factors: 
Contingent reward leadership (constructive transactions). This refers to the leader clarifying the role and task requirements to their followers. Additionally, setting out the psychological or material rewards the follower can receive contingent to the successful fulfilment of the contractual obligations. 
Management by exception (active). This is the vigilance and scrutiny the leader uses to ensure standards and goals are met (i.e. active corrective trans-action).
Management by exception (passive). This is where the leader only intervenes once a mistake has happened or noncompliance has occurred. 
Non-transactional laissez-faire leadership
Laissez-faire leadership is the total absence of transactions in leadership. It is where the leader does not make decisions, forgoes responsibility and does not use or bring into effect their power or authority. This type of leadership is considered active, as the leader chooses to not act/behave in the aforementioned ways. It is understandably the most passive of the leadership factors (Antonakis, et al., 2003).
Expanding on the above there are two more leadership styles we will consider, Autocratic/authoritarian and Democratic leadership.
Autocratic Leadership is transactional while Democratic is Transformational (Burns, 1978; Bass & Steidlmeier, 1999).
Autocratic leadership
Autocratic leadership (a.k.a, authoritarian, task-orientated, directive leadership) places higher priority on performance than it does on the people/group. The power resides with he leader and all interactions and decisions made within the group flow towards the leader. The leader is responsible for all decision making. They determine the process and procedures, tasks to be complete, goals to be achieved and what reward or punishment will be given for success or failure of to achieve or comply (Van Vugt et al., 2004). The basic, underlying assumption of autocratic leadership is that people are lazy, untrustworthy and irresponsible (Fiaz et al., 2017). It’ s a view that leaving the tasks of planning, organising and day to day management to their subordinates would be detrimental to the overall goals and success of the group. In an autocratic leadership system all formal processes, procedures and centralized structures and clearly defined from the onset. These are then enforced to ensure adherence and compliance with he view that this is the most efficient way to get the job done. Punishment is often used when mistakes are made, as are sanctions such as removing perceived job benefits or making a person feel guilty (Puni et al. 2016). Motivation under an autocratic leadership is usually extrinsic such as financial rewards. Some benefits of autocratic leadership is that it allows for faster decision making. It can improve overall communication (due to the lack of input from others than the leader). It can improve productivity as leaders can move information through the organisation quickly and it can reduce employee stress as most if not all responsibility lays with the leader. Some of the disadvantaged is that it often leads to micromanagement (which can potentially get in the way of a persons task/job), it doesn’t offer a sense of professional ownership (as the leader takes all the credit for work complete) it creates a system of dependence (as the culture is based on the leader) and it can create a lack of trust (Gaille, 2018).
This type of leadership is prevalent throughout Admiral insurance. Especially for phone staff. Nearly every type of call has a script and a flow that must be adhered to. Employees are told to stick to the script no matter what and must ready every bit in the correct order as it is written. None of the staff are able to edit or have input into how, what and when anything is said. Failure to do so leads to one to one meetings where managers highlight your failures. There are also financial punishments for noncompliance, even if there is no detriment to the customer or company. They penalize actions outside of the processes set if there’s even potential detriment. The whole of the Admiral call centre is run of autocratic leadership. Whilst the punishments for the call centre staff can be perceived harsh, the business performance in relation to others in their industry and the awards they win from companies like ‘Best Companies to Work For’ show that it is profitable and liked. 

Democratic Leadership
Democratic leadership focuses more on the people, meaning there is greater interaction within the group. The role and leadership functions are shared between he members of the group and therefore the leader is part of the team (Bhatti et al, 2012). The core principles of democratic leadership are helpfulness and encouragement to participate (Raelin, 2012). McGregor describe this style as participative, benevolent and on the believed in the people. Equating the democratic leader to the Theory Y Manager whom are understood to help increase productivity, involvement, employee satisfaction and commitment (McGregor, 2006). Taking this viewpoint, autocratic leadership would be similar to the Manager X Theory. This type of leadership style assumes that people of the group are trustworthy, want responsibility, are self-motivated and enjoy challenging work. It encourages participants, through teamwork to be high performers and that’s how they obtain satisfaction (Jones et al., 2016). The benefits of democratic leadership is that it inspires creativity (as it encourages a climate of sharing ideas and innovation), provides for healthy collaboration (allowing people to combine skills and expertise) and engagement (as voices are heard, listened and responded to). Some of the negatives of democratic leadership is that it can be time consuming (as when major decisions need to be made it may involve gathering a lot of people to inform and come to a conclusion), it requires expertise (it’s more suitable for highly skilled teams as success can be difficult if people lack experience or know how) and it requires participation (people might not be happy to participate as the outcomes would not benefit them or could even be to their detriment). 
Eastside Insurance services was fairly Democratic. Each team member had their own expertise in certain fields of insurance. It benefited the company as team members could ask other members of staff for advice when faced with problems outside their expertise. Additionally, ownership of problems was encouraged meaning the staff had the flexibility to decide how, when and why they would take any action. This fostered a good sense of unity and forward motion as the company prevailed from the sharing of ideas, knowledge and know-how. It also meant slowly all participating members became knowledgeable in areas outside of their usual expertise. However, certain staff had more knowledge and authority on certain matters than others. This caused problems at certain times due to their absence. It sometimes meant action had to be paused until the return of the team member. Sometimes, the answers had to be found from further afield and it slowed the decision making process further. There are pros and cons to this type of leadership. Eastside Insurance are still expanding in an area that’s fast declining and this could possibly be accredited to the leadership (at least partially). 

To evaluate the authors own ability with regards to leadership they completed a questionnaire on how the conceptualize leadership. The purpose of the test is to help identify how they view leadership and their perceptions of different aspect of leadership. 
	Emphasis
	Trait
	Ability
	Skill
	Behaviour
	Relationship
	Process

	
	4
	4
	5
	3
	2
	5

	
	4
	5
	2
	4
	2
	2

	
	3
	3
	4
	3
	3
	4

	
	3
	3
	4
	4
	4
	5

	Total
	14
	15
	15
	14
	11
	16

	Average
	3.5
	3.75
	3.75
	3.5
	2.75
	4

	Mode
	4
	3
	4
	3
	2
	5



From the results the author established they have a pretty broad view on leadership across all emphasises. Surprisingly, the lowest score was for relationship leadership where the author thought it would be the highest. The highest score was process leadership which correlates to the authors previous roles in process management. It could be that the previous roles have affected the authors views on leadership however, the author does believe this is true due to their fondness and inclination towards structure and logical outcomes.

	Type
	Authoritarian
	Democratic
	Laissez-Faire

	
	3
	5
	2

	
	3
	5
	4

	
	3
	5
	3

	
	4
	4
	4

	
	3
	4
	2

	
	3
	3
	2

	Total 
	19
	26
	17

	Average
	3.166666667
	4.333333333
	2.833333333

	Mode
	3
	5
	2

	Score
	Moderate Range
	High Range
	Low Range



Progressing on the authors own perception and leadership attributes another questionnaire was carried out on leadership style (information above). From the results it was established that the author holds Democratic leadership styles in the highest regard with a score of 26 out of 30. This is backed up by the amount of job satisfaction and overall feeling of self-worth the author felt working in Eastside insurance (a democratic leadership organisation) as apposed to Admiral (an autocratic/authoritarian organisation). Whilst the author was valued greater and professionally enjoyed the democratic leadership in Eastside Insurance, they respect and relished in the simplicity of the role at Admiral where limited problem solving and personal input was needed. 
With refence to how the author would apply certain leadership styles to different situations we will take into account Tuckman’s team model of Forming, Storming, Norming and Performing (Tuckman, 1965).
New teams can comprise of new team members and employees. During this period group members need clear direction and communication hat they can rely on the leader for both instruction and guidance. During this stage of the team development an authoritarian approach would be advantageus; this would be placed more on the left side of Tannenbaum & Schmidt model (Tannenbaum & Schmidt, 1973).
This is where the author would clearly communicate expectations, the results they want and how the team members fulfil their roles to obtain the predetermined goals.
Once the team has formed it naturally progress towards the storming stage. This is where individuals roles and responsibilities are established. This stage of the process requires sharing of knowledge and coaching and would move the leadership style towards the right of the Tannenbaum & Schmidt model.
At this point the author would still maintain a fairly autocratic stance on leadership. However, they would open up to more feedback so they can understand whether the team members have assimilated to their roles successfully and identify any obstacles or impediments they are facing
Following the storming stage the team will start norming. In this stage the team members now understand their responsibilities and the roles they play. From this they would start to encourage each other and those that lead will gain respect. A democratic leadership style would be the most advantageous at this part of the process, where the leader is there to aid and facilitate, rather than direct and order.
This is where the author would take on more feedback than giving outwards instruction. Encouraging other team members to problem solve themselves and learn for themselves the same way the leader does too.
In the final stage of Tuckman’s model, the performing stage (which some teams may not achieve), instruction is no longer needed. Team members are empowered to act independently, transcending their own goals for the shared objectives of the team. At this point a laissez-faire approach can be taken when team members are able to identify and correct themselves on any perceived noncompliance or mistakes. 
At this point the author could work autonomously only having to intervene when needed, but acting as more of a coach/mentor than a leader. 
There are similarities between he authors chosen leadership styles in Tuckman’s team model with Blanchard & Hersey’s Situational leadership styles. Where at the first stage there is Directing as they are forming, Supporting and coaching through the storming and norming stage and delegation once they are near or reach the performing stage (Hersey & Blanchard, 1969).
In summary, each leadership style has it’s own benefits and negatives. However, as suggested above combing leadership with Tuckman’s model, the aim is to develop your team and therefore the leader into a transformational leader rather than remain as a transactional leader. This is because transformational leaders not only have higher performing teams but produce greater effects as well (Bass and Avolio, 1990; Northouse, 2001; Waldman et al., 2001). This is further backed up by Lowe et al. (1996) who found through a meta – analysis of 39 studies that transformational leaders are perceived to be more effective and influential (and generally held in higher regard) than transactional leaders.
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A company’s success relies upon how it manages its Human Resources (HR). It is full cycle, the starting point, from the recruitment, selection and placement of staff to the development of its employees until the very end of their careers. It is the members of the organisation who plan and perform to contribute to the success and profits of the company. Employees may have the abilities, skills and competencies to carry out their work but what is most important is the eagerness to achieve and work hard towards results (Ramadanty & Martins, 2016). Motivation is integral to employee morale and the completion of work (Hasibuan, 2009). Any task carried out by a human is essentially driven by motivation. Work motivation energy that drives directed and self-directed employees to succeed and achieve organisational goals (Magnetar, 2005). Whilst the desired outcome is pretty straight forward, the way in which it is achieved can be complex and difficult (Dartey-Baah & Amoako, 2011).
Vroom’s theory of motivation is an empirical study of employee motivation factors. It assumes that behaviour results from an individuals choice to maximise pleasure and minimize pain. That it is a conscious choice between alternative voluntary options and is controlled by the individual (Vroom, 1964). He stated that individuals will be motivated to pursue their desired goals if: They believe in the value of goals. And, They believe that their actions will guarantee the achievement of these goals. He believed that a persons motivation to perform or act depended on the value they placed on their efforts and the belief they held that their efforts will actually help them to achieve their goals. This study confirms the importance of motivational factors, in the workplace, in order to get the best out of employees (Ramadanty & Martins, 2016). 
Vroom orders and ranks the motivating factors, similar to Maslow. Maslow, in his hierarchy of needs states that people have five kinds need that are activated in hierarchical order (Maslow, 1970).  The first and lowest need (Physiological needs) must be fulfilled first before an individual can move to a higher need and motivation. He also stated that the needs may never or possibly could never be fully met. However, motivation is no longer needed once it is nearly fulfilled. 
Motivation can also be seen in two ways, intrinsic and extrinsic. Intrinsic motivation (IM) refers to motivation and choice to engage in activities that are perceived or inherently satisfying or enjoyable. Intrinsically motivated action doesn’t depend on an outcome separable from the behaviour itself (Legault, 2016). The means and end are on an the same. Examples of intrinsic motivation are playing sports because you enjoy how it makes you feel, travelling because you want to explore other cultures, studying because you are curious about tops and tidying your house because you enjoy a clean space.
Contrarily, Extrinsic motivation refers to behaviour that is motivated and riven by external rewards, that are separate to the outcome (Ryan & Deci, 2020). The goal of extrinsic motivation is an outcome, that does not necessarily satisfy a basic physiological need. It’s for external gain such a fame, money and power. Can even be to avoid consequences. Examples of extrinsic motivation are playing sports in order to win a reward or get physically fit, travelling because your job requires it, learning something new so you can gain a promotion or cleaning a house to prevent angering your partner. Extrinsic motivation an be multidimensional. It can vary from completely external, such as recycling in the workplace because it’s required by law or completely internal, such as recycling because someone perceives themselves to be an environmentally responsible citizen (Legault, 2016). 
Herzberg’s Motivator-Hygiene theory (also known as Two-Factor Theory) established a two prong model about what affects motivation in the workplace. His theory is based on the premise that there are certain factors within a workplace that cause job satisfaction, Motivators, and a separate set of factors that cause dissatisfaction, Hygiene factors (demotivators) (Herzberg et al., 1959).  
From his research he determined that motivators enriched a person’s job and found five factors that that were strong determiners of job satisfaction: the work itself, recognition, achievement, responsibility and advancement. These satisfiers were attributed to long-term positive effects on job performance.
In contrast, he established a number of hygiene factors: company policy, interpersonal relations, supervision, working conditions and salary. According to his theory, the absence of these hygiene factors creates job dissatisfaction (as they become dissatisfiers). However, the presence/inclusion of these do not motivate or create satisfaction (Gawel, 1996). They are simply put, expected. Hygiene factors, when present, only produce short term changes in job performance and attitudes. 
The two factor theory borrows from Maslow’s theory of needs hierarchy. The hygiene factors can be equated to the lower levels of need, the physiological and safety needs. Whilst, the motivating factors can be represented by the higher levels, like belonging, esteem and self-actualization. You can also relate Herzberg’s theory to intrinsic and extrinsic motivation. The satisfiers being intrinsic, as they come form the job itself. And, the hygiene factors/dissatisfiers being extrinsic as they are external to the job (Sanjeev & Surya, 2016).
To conclude on the authors own ability with regards to leadership and motivation the author recounts on an example in Admiral. The author was invited to a group exercise with varying members from the organisation to come up with a concept of introducing taxi insurance to Admiral’s product range. At first the author took a laissez-faire approach, as the other team members were from more senior roles than his own. During the task many of the team members jostled and imprinted their own views and expectations of the product they wanted to bring forward. One person even asserted an idea far from the norm for taxi insurance. Half way through an expert was invited in to have a look at our presentation and approach to the task. The expert totally ridiculed the idea given their previous experience, understanding knowledge on the market and usual product offered by the other competitors. It was obvious they were looking for something similar to what already existed. Whilst the expert was probably correct, the manner in which they derided the team for their idea left the team with low morale. It was at this point the author, understanding both the viewpoints of the team members and the expert, took a more autocratic approach. Realising they were the most knowledgeable and experience within this sector they instructed the team on the next steps. Whilst it did not immediately improve motivation it set direction and delegated the new tasks to the team members. After everyone had completed their tasks and a new general understanding was created the author moved to a more democratic leadership. Asking for feedback and input to how an existing product could be improved, without straying too far from the scope. After all the research was complete and the product was formalized, they then moved on to creating the presentation. The author, understanding that members of team were just as skilled (if not more) at this aspect of the task allowed the team members to take over. This gave them responsibility, ownership and resulted in higher motivation throughout for the team. 
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