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[bookmark: _Toc456901515][bookmark: _Toc115974473]1.0 Introduction 

This study defines the distinctions between management and leadership, analysing the many leadership styles, evaluates the abilities and traits required to become a good leader, and gives a self-assessment instrument to determine whether a person has the potential to become a good leader. 
Throughout this assignment, the author will also investigate established models of leadership and the power of these models to influence the performance of employees in the workplace. To assess the influence that the chosen model of leadership has on the culture of the workplace, many other models of leadership will be contrasted with it and compared.
The findings of the author's self-assessment will be presented to examine and evaluate his capabilities as a leader, and then compare those talents to the position of leader he has performed in his actual life in the past.
The author will evaluate his capacity to lead, delegate, inspire, and empower the workforce with the assistance of a variety of different theories. The author will also discuss how these ideas might assist leaders in paving the way for a more pleasant and attractive working environment for their employees. At the very end, a conclusion of the full report will be provided for the reader’s perusal.

[bookmark: _Toc115974474][bookmark: _Toc456901517]2.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on an individual’s performance at work.

Leadership is the practice of inspiring a group of individuals to work toward a shared objective. This might include guiding employees and co-workers with a plan to satisfy the demands of the organisation (Ward, 2020). According to West et al. (2015), leadership plays an important role in determining the culture of an organisation. 
It is therefore fundamental for the success of an organisation that essential leadership ‘behaviours, strategies and qualities’ are developed (West et al., 2015). In business, leadership is defined as a company's management's ability to set and achieve hard goals, act swiftly and decisively, when necessary, outperform the competition, and drive employees to perform at their peak (Twin, 2022). Individuals with great leadership qualities in the business sector often ascend to executive roles such as CEO, COO, CFO, president, and chairperson (Twin, 2022).
[bookmark: _Toc115974475]2.1 Theories of leadership 

Different research on leadership has been conducted over decades, giving birth to numerous theories. Several philosophers, academicians, and cognitive experts have presented the following35ta theories to explain what produces a leader. These theories shed light on the characteristics and behaviours that may aid in the development of leadership skills (Simplilearn, 2022).
Most leadership theories may be categorised into the following broad categories:

[bookmark: _Toc115974476]2.1.1 “Great Mind” theories (born leaders)

It is often believed that the capacity for leadership is inherent, and that great leaders are not made but are born (Boerma et al., 2017). This is consistent with the theories of great men (Cherry, 2020). These ideas often portray great leaders as being heroic and mythological figures who are destined to rise to the top when it is required.
The designation of "Great Man" was bestowed upon men many times, an example of this is during the 19th century works by historian Thomas Carlyle stated that it was conventionally believed that leadership was a characteristic more often associated with men (Juneja, 2015), especially when it came to the command of armed forces (Cann & Siegfried, 1990). This continued until women come into power such as in the forces in a combative role and it was not until 2018 when women could finally take on all roles within the army (Harding, 2021).
[bookmark: _Toc115974477]2.1.2 Trait theories (Similar to GM theories)

Similar in some respects to the Great Man theory, theories relating to human characteristics argue that individuals inherit specific talents and features that make them more suited to leadership (Cherry, 2021). Typically, trait theories highlight certain personality or behavioural traits shared by leaders. For instance, attributes such as extroversion, self-confidence, and boldness might possibly be associated with outstanding leaders (Percy, 2019; Quy, 2018; Virkus, 2009). As arguably identified by prominent leaders (Cherry, 2022c) such as Martin Luther King, who utilised metaphoric language in his talks to motivate, and Obama, who used inclusive language to give the impression that he cared.
[bookmark: _Toc115974478]2.1.3 Contingency theories

The emphasis of contingency theories of leadership is on specific environmental factors that may determine whether leadership style is optimal for a given scenario. Arguably this style of leadership is what makes a great leader because they have a wide understanding and are reactive according to this view, no one leadership style is optimal in every circumstance. Genuinely successful leadership is not just about the characteristics of the leader, but also about creating a balance between behaviours, needs, and circumstances (Indeed, 2022). It is more reactive to different needs and Churchill was considered the best man to lead the country in war but was outed from office when peace returned.
[bookmark: _Toc115974479]2.1.4 Situational theories

The idea behind situational theories is that leaders should make decisions on how to proceed depending on the specifics of the current environment. Depending on the nature of the decisions being made, a certain leadership style could be more effective than another (indeed, 2022). 
As the Hersey-Blanchard (Appendix C) model suggests, leaders must consider group members' maturity levels. The maturity level measures a person's ability to complete a task and willingness to do so. Assigning a job to a willing but incompetent member will fail. A leader (S4) allocated a new employee (M2) a lone field job, but despite their eagerness (M2), they were unconsciously incompetent (D1) and failed to finish it. Perhaps the leader should have known their maturity level (M2) and assigned a seasoned employee to mentor (S3), bringing the rookie to self-reliant achiever status (D4).
2.1.5 Behavioural theories

The concept of behavioural theories of leadership is that exceptional leaders are formed, not born. A good way to think of this theory is the inverse of the Great Man notion. This leadership paradigm is rooted in behaviourism and focuses on the behaviours of leaders rather than their mental traits or internal moods. According to this notion, leadership may be learned via instruction and observation (Western Governors University, 2020).
An experienced senior support officer was promoted to management due to their experience, but once in the role they became authoritarian towards employees who were self-sufficient in their roles and preferred laisser-faire style of leadership. This resulted in a lack of respect for the appointed manager; perhaps with leadership training they would have been more self-aware of their colleagues.
[bookmark: _Toc115974480]2.1.6 Participative theories

The concept of participative leadership proposes that the ideal kind of leadership is one that considers the opinions and suggestions of those around them, known as democratic in nature. These leaders encourage the participation and contributions of group members and help those members feel like they have a greater stake in the decisions that are being made. However, according to participation theories, the power to accept the contributions made by others is still reserved for the leader (Cherry, 2022a). Leaders who succeed in making their people feel valued are more likely to help the organisation reach its objectives. This is so because they fully grasp the company's long-term goals and organisational expectations.

[bookmark: _Toc115974481]2.1.7 Management theories (known as transactional theories)

The management theories that are most often referred to as transactional theories place an emphasis on the significance of group performance, organisational structure, and supervision. A framework of privileges and obligations serves as the foundation for these ideas. In the world of business, management theories are often put into practice. According to these ideas, employees are praised and compensated for their achievements, while those who fall short of expectations are disciplined or even laid off (Nwanne, 2021). Companies often use techniques like bonus incentives, which are based on operant conditioning (Mcleod, 2007) and are effective in highly motivated sales teams but can lead to a downfall by pitting team members against one another, which is good for the organisation but may not be good for team working relationships.
[bookmark: _Toc115974482]2.1.8 Relationship theories (known as transformational theories)

The focus of relationship theories, often known as transformational theories, is on the connections between leader and the followers. Transformational leaders inspire and motivate others by enabling group members see the relevance and larger purpose of the activity at hand (Cherry, 2022d) These leaders are concerned with the performance of group members, but they also want everyone to reach their full potential. Typically, leaders with this approach have high moral and ethical standards, are driven and passionate(Yukl, 1999), and so with these attributes it comes as no surprise that it may make or ruin a company.
The "Transformational Leadership Theory" (Cherry, 2022d) will be studied in great depth by the author of this study, along with the theory's influence on the job performance of employees in the organisation. This theory was chosen as it encourages ideas and creativity with autonomy over work.
Transformational leaders can successfully change an organization's culture and make sure that all its strategies are aligned to meet the needs of its environment (Borkowski, 2013). 
Whatever the leadership style, if they don't generate results, the position is not secure. Perhaps it is fortunate that UK politicians must be elected and re-elected, while US presidents can only serve two-to-four-year terms.

[bookmark: _Toc115974483]2.2 Transformational Leadership Theory

Transformational leadership (TL) is a theory of leadership that focuses on the motivation of a team to achieve success overall. By boosting a team’s morale and sense of self-worth, the team may then align itself with an overarching vision or shared goal. This type of leadership is utilised to motivate team members to function as a single unit, rather than as many separate components (Ugochukwu, 2021). 
TL gives staff the autonomy for to make their own decisions in the workplace and feel as though they can be creative and innovative(Kramer, 2020), however, autocratic is still used in many organisations such military and police where decisions must be made fast and rapid in response to time critical incidents (10 Minute Leader, 2021), either style is effective but has different advantages.
In 1973, James V. Downton introduced transformational leadership. He created the word for the first time. James Burns subsequently added to this in 1978. The concept of transformational leadership is supported by the findings of over thirty years’ worth of research linking transformational leadership to positive performance results. The studies have focused on individual, group, and organisational level issues (Burkus, 2010). 

[bookmark: _Toc115974484]2.2.1 The Components of Transformational Leadership

Bernard Bass was the most significant contributor in the field (Bass, 1985). Together with his colleague Bruce Avolio, he established and improved a theory and assessment of transformational leadership with four primary components (Bass & Avolio, 1993):
Individualized Consideration:
This related to the degree to which a leader caters to the requirements of each follower, acts as a mentor or coach, and listens to their problems and needs. The leader demonstrates empathy, maintains open communication, and challenges followers. This entails respect and acknowledging the contribution of each follower to the team. Followers have ambitions for self-improvement and are organically driven. Previous job positions have shown that the leader who earned the least respect and responsiveness from the workforce was authoritarian and did not comprehend that personnel were individuals who needed to be treated accordingly.
Intellectual Stimulation:
This relates to the degree to which a leader challenges preconceived notions, takes risks, and solicits ideas. This kind of leadership encourages followers’ creativity. They promote freedom. Such a leader views unexpected events as learning opportunities. Followers pose questions, engage in in-depth thought, and seek to enhance methods of work execution. There are still many leaders who do not accept this approach, and sales occupations are one example of a field where operant conditioning techniques are used to increase productivity.
Inspirational Motivation:
This related to the degree of what a leader articulates in a compelling vision. Leaders with invigorating drive inspire their people to have high standards, are positive about future ambitions, and provide meaning to their duties. Followers need a compelling reason to act, a purpose to propel the development of a group.
A leader’s vision is strengthened through communication skills that make it clear, persuasive, and appealing. The followers are willing to work more, enthusiastic, and certain of their abilities. An example of this is when going through induction at a company called Admiral, the author got to meet the director who explained the vision of the organisation and it felt as though we were part of the journey together.
Idealized Influence:
This sets the benchmark for ethical behaviour, instils pride, earns respect and trust, and acts as an example for others. Leaders must provide an example for those who follow them. Because of their admiration and confidence in the one in charge, followers mimic the leader and adopt their ideals (Hughes, 2014), this can also apply to employees who desire to work for a company that shares their goals and values.
[bookmark: _Toc115974485]2.2.2 Qualities of Transformational Leadership

As transformational leadership incorporates a wide range of leadership aspects, leaders are not required to execute specific actions. Continuous effort is required to achieve transformational leadership success. This takes deliberate effort to adopt a transformative approach. Understanding the fundamentals of transformational leadership and the four I’s may assist a manager in implementing this strategy. Northouse (2001) states that a transformative leader has the following characteristics:
· Provides followers the chance to behave in a manner that is beneficial to the       organization.
· Serves as an example role model with strong values.
· Considers various perspectives to foster a spirit of collaboration.
· Creates a vision utilizing organization members.
· Plays a vital role for development inside the organization by showing how to initiate and implement change.
· Assists the organization by facilitating the participation of others.
[bookmark: _Toc115974486]2.2.3 Transformational Leadership and Workplace Performance

Transformational leadership is considered by some to be the most successful approach to adopt in business, because transformational leaders possess great moral character and emotional intelligence (St. Thomas University, 2014). They inspire others with a common vision of the future and communicate effectively. Moreover, they are often self-aware, genuine, compassionate, and modest. Numerous studies have proven that transformational leadership is favourably connected with a variety of performance outcomes at workplace (Spreitzer et al. 2005). Nonetheless, not every research concluded that transformational leadership positively influences performance results. A comparison of the transformational style of leadership with other styles of leadership is required to investigate the influence that transformational leadership has on the performance of employees.
A healthy work environment consists of effective leaders who believe in empowering people and value their involvement in the company’s growth (Balain & Sparrow, 2009). The notion of leadership is created to monitor the behaviour and production of workers and to inspire them to increase their organization loyalty. Accordingly, it is essential for leaders to establish an empathic approach to addressing employee difficulties and to encourage/support them in achieving the organization’s goals, since employee behaviour is highly variable based on their circumstances. To achieve maximum productivity of the organisation, it is the responsibility of organizational leaders to set challenging but realistic goals and boost employees’ morale (Knight, Durham & Locke, 2001). Great leaders can discern the many motivational factors that influence an individual’s beliefs in order to persuade individuals to boost organizational growth and optimize its productivity (Choi, 2006).
[bookmark: _Toc115974487]2.2.4 Transformational Leadership vs Other Leadership Styles

TRANSFORMATIONAL VS DEMOCRATIC LEADERSHIP
	TRANSFORMATIONAL
LEADERSHIP
				DEMOCRATIC
LEADERSHIP

	Good communication skills
	Good communication skills


	Focus of team’s well being
	Focus of team’s well being

	Clear vision and goals
	Clear vision and goals

	High employee engagement
	High employee engagement

	Change is the main focus
	Change is not the main focus

			SIMILARITY = HIGH	


Source:(leadershipahoy, 2022)

TRANSFORMATIONAL VS TRANSACTIONAL LEADERSHIP
	TRANSFORMATIONAL
LEADERSHIP
	TRANSACTIONAL
LEADERSHIP

	Visionary and inspirational
	Incentive focused

	Participative leadership approach
	Directive leadership approach

	Strict rules and processes
	Change and innovative

	Faster implementation
	Slower implementation

	Shared purpose and goals
	Shared purpose and goals

	DISSIMILARITY = HIGH


Source:(leadershipahoy, 2022)
TRANSFORMATIONAL VS AUTOCRATIC LEADERSHIP
	TRANSFORMATIONAL
LEADERSHIP
	AUTOCRATIC
LEADERSHIP

	Builds on vision
	Builds on orders

	High employee engagement
	Low employee engagement

	Swift decision making
	Time consuming

	Respect and popularity
	Fear rather than respect

	High suitability for change
	Low suitability for change

	DISSIMILARITY = VERY HIGH


Source:(leadershipahoy, 2022)
[bookmark: _Toc108141547]Transformational leadership is more democratic and favourable to employee engagement since it includes employees in decision making. They may have had their ideas implemented. This will make people happier at work since they feel heard.
In some workplaces, things may not be negotiable due to legislation, such as laws specifying how things must be done. The leader must take an authoritarian style and may face pushback, but they must hold firm.

When the author was an environmental protection officer, violators of the Environmental Protection Act of 1990 faced a fixed penalty. In this circumstance, the authoritarian approach is essential to deal with conflict, but the customer's predetermined penalty is not negotiable by law, and as an officer, you are required to do so.



[bookmark: _Toc115974488]2.2.5 The Impact of Transformational Leadership on Employees’ Performance

It is clear from the above discussions and comparisons that no model is said to be perfect, every theory and model has some flaws and shortcomings. But the most effective theory is said to be “transformational leadership theory”. It covers almost all the aspects required to create a positive workplace environment and enhance performance of employees. It focuses on a vision and change which is the need of the hour to lead on the business work. Innovation is a key to survive and excel in modern corporate world. On the other hand, autocratic model was a stricter and conserved one. It doesn’t allow any innovation, leaders are non-visionary and directive, there is minimal chance for change and people feel fear from their leader due to their strict personalities rather than respecting them. As for about transactional leadership theory, it is a slower implementation, leaders are also directive with an incentive approach. After all the workout, “transformational theory” turned out to be effective and innovative, better for leaders, employees, and workplace environment.
Also, this theory has some negative impacts in the workplace but less than any other model. For instances, according to Charalambous (2019) in this model there is too much emphasis on the bigger picture, employees can feel under pressure and there is a requirement for continual communication. These flaws can be reduced by adopting two different leadership styles or traits from other leadership models. In this case, transformational and democratic leadership styles are more similar than any other styles. 
[bookmark: _Toc115974489]3.0 Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role

When considering leadership styles within management, everyone has their own unique approach to leadership. Whether you oversee ten people or hundreds of people, or no one at all, your personality, and your capacity to interact with others will determine the way you approach management. The use of emotional intelligence and becoming more self-aware, will steadily improve upon these characteristics. Some leaders are unable to succeed because they do not fully understand the link that exists between themselves and their workforce (Hogarty, 2021).
An understanding of many styles and their strengths, shortcomings, and compatibility enables the leader to operate in a manner that is most compatible with your personality. This will provide the most advantage to the people the leader manages and the organization you work for. Being a successful leader requires knowing yourself and the variety of responsibilities you will have. According to Vos (2017) in '12 Key Skills of Every Brilliant Leader', a brilliant leader must possess the following skills and qualities:
· Being responsible.
· Open-minded.
· Assertive.
· Confident.
· Approachable.
· Empathic.
· Motivating.
· Fearless, as well as planning, public speaking, time management, writing skills, and organizational skills.
[bookmark: _Toc115974490]3.1 Evaluation through self-assessment

The author of this report will now conduct a self-evaluation to identify and explore his leadership styles preferences, and his leadership skills, this shall be explored further below.
[bookmark: _Toc115974491]3.1.1 Questionnaire

The author conducted a Self-Evaluation questionnaire on both leadership styles and abilities; it was determined that my leadership style scored well for being very democratic and poor for both authoritarian and laissez-faire leadership styles (Appendix A).
In accordance with Price-Dowd (2020), understanding my leadership style has allowed me to reflect on how this has impacted my role in the organization and my contribution to Workforce Development. Furthermore, if I wished to enhance my effectiveness at work, I would need to develop my leadership skills. Both my interpersonal and administrative leadership abilities are strong, however my intellectual abilities are weak (Appendix B). Consequently, I believe that improving my conceptual skills would enable me to be more creative in problem-solving, and that being self-aware and using reflexivity to consider how I could make changes to achieve better outcomes would enable me to more effectively share my values and beliefs with the team so that our relationship can grow, and we can move forward more cohesively.
According to Maund (2018) leadership styles are influenced by the leader depending on their attitudes and beliefs. I recognize this, and feel that I am a democratic leader based upon my assessment (Appendix A), and I also align with Theory Y (Magazine, 2020), because I trust and love to collaborate with staff, however, I would argue that by improving certain skills, I could move up the scale to achieve greater leader influence without becoming authoritarian, which would conflict with my values, as I prefer to lead a cohesive team with similar values as opposed to taking a more autocratic approach. Even though I feel that as a leader, ground rules and instructions must be established, I have appreciation for my team and want them to be free to contact me with their thoughts and comments. Similarly, I recognise that in some situations, a laissez-faire approach might be more beneficial. In fact, the author feels the most successful leader would be able to switch from one leadership style to another depending on the circumstances.

[bookmark: _Toc115974492]3.1.2 The DISC Model

In a self-assessment using the DISC model, I discovered that my Dominant, Inspiring, Supportive, and Cautious attributes are almost evenly distributed. It is difficult to determine which of these characteristics is the stronger based on the data. According to the DISC evaluation, a well-balanced mix of all four attributes is a rather uncommon combination that might prove to be quite effective in leadership. When I relate this assessment results to my working experience, there were very similar circumstances when I handled the similar situations based on these traits. 
I have always become a leader in my workplace projects, as the most experienced of my department where I used my abilities in the best possible way and lead my team for better results overall. When I got feedback from my colleagues, they also told me that they found my leadership effective and motivating, I am a supportive leader who believes in listening to all the thoughts and opinions before deciding. I was also told by my colleagues that I possess both task-focused and people-focused characteristics. I may thus be either reticent or extroverted depending on the circumstances. My personality is likely able to interact and converse with a variety of individuals and to comprehend their viewpoint with fairly ease. 
My leadership style has some shortcomings (Appendix A), lacking in authoritarian style, by not giving direction to those who are not motivated or unsure. In addition, my leadership skills are strong for interpersonal and admin, but could improve on conceptual skills. As no one is perfect and I do try to lead my team the best I can. After taking the assessments and feedbacks on my leadership style, I can work on my flaws to be a better leader in the future.
[bookmark: _Toc115974493]3.1.3 The Democratic Leadership Style

Democratic leadership style is considered as one of the most effective styles of leadership, as it fosters both decision making and problem solving within a team. This style is the one that most closely resembles the characteristics of my personality. It would be beneficial for me to learn more about this approach by looking at cases taken from real life and renowned democratic leaders from the past the world has witnessed in the past.

[bookmark: _Toc115974494]3.1.4 Democratic Leadership Style Benefits

When it comes to the ability to make decisions, democratic leadership strikes a balance between the members of the group and the leader. Democratic leaders not only take part in conversations actively, but also make it a point to carefully listen to the viewpoints of others. This strategy often results in the creation of outstanding, welcoming, and collaborative workplaces. A strong democratic leader may also be able to inspire creative thinking among their followers. Within the confines of this structure, the group's leader continues to have complete discretion over the choices that are made. According to Lewin's research, children whose classrooms were run democratically made the greatest quality contributions (Carlin, 2019).
Democratic leadership is effective for leaders that emphasize adaptability and flexibility. Generally, democratic leadership is most effective when a leader collaborates with very skilled or experienced staff. It allows the leader to capitalize on the unique talents and abilities of each employee while also benefiting from the group's collective power. It is most successful when a department or company seeks to implement operational changes or when a leader or management seeks to resolve individual or group conflicts (Jakhar, 2017).
[bookmark: _Toc115974495]3.1.5 Democratic Leadership Style Drawbacks

Even while democratic leadership has been regarded as the most successful type of leadership, it does not mean that it is free of the possible limitations associated with other forms of leadership. When there is a lack of clarity about duties or when time is of the essence, democratic leadership may often result in broken lines of communication and unfinished tasks. Under some conditions, it's possible that some members of the group lack the experience or information required to engage in the decision-making process in an appropriate manner.
The most successful democratic leadership occurs when group members are informed and willing to give their perspectives. It is also crucial to provide members the opportunity to contribute feedback, develop a plan, and vote on the best course of action (Jakhar, 2017).
[bookmark: _Toc115974496]3.1.6 Famous democratic leaders

Moreover, half of the world's countries with populations greater than 500,000 are democratically governed. The United States is one. Other nations include the Netherlands, Sweden, the Philippines, Indonesia, and South Korea. Some businesses also use a democratic management style and a collaborative leadership philosophy. The founders of Google have compared their leadership style to that of "proud parents who provide guidance and affection, but not daily nagging!" Jack Dorsey, the former CEO of Twitter, was also often recognized for democratic leadership qualities (Cherry, 2022b).
After exploring leadership abilities and getting a grasp of the idea, I was not shocked by the findings of my self-evaluation. The results of the questionnaire and model show that my default attitude is not laissez-faire; but, with reflection on real-life examples, I may have been more authoritarian or laissez-faire depending on the context and the individual involved. I must be able to transition between democratic, authoritarian, and laissez-faire perspectives, as not one style suits everyone, depending on circumstances such as time critical or urgency. However, I acknowledge that there is always potential for progress, and that it is all about continuing professional development (CPD).


[bookmark: _Toc115974497]4.0 Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change

Within this section the author will evaluate two theorists to aid in their ability to set direction, motivate, delegate and empower staff to bring about workplace change. 
[bookmark: _Toc108141558][bookmark: _Toc115974498]4.1 Maslow’s Hierarchy of Needs

Abraham Maslow, a humanist psychologist, developed the Hierarchy of Needs in 1943's "A Theory of Human Motivation." Maslow believed that all humans, from the most fundamental to the most complex, have needs that must be met (Channell, 2021). Maslow classified human needs into five hierarchical categories, which are commonly represented as a pyramid. The most basic physiological needs, such as hunger and pain avoidance, rank lowest. The next level is the urge to feel protected, such as from bodily danger or disease. Next level, social needs are defined as the urge to be accepted by others. Self-image demands, such as the need for self-respect and peer regard, occupy the next level. Lastly, the highest degree is self-actualization, or the satisfaction of demands pertaining to one's own growth and development (Mack, 2017).
[bookmark: _Toc115974499]4.1.1 Practical Application for Leaders

Physiological needs:
· Either provide your personnel with an adequate amount of food and drink or advise them of what they are expected to bring with them to work.
· Make sure that the area you'll be working in is appropriately heated or cooled so that you can keep the appropriate temperature and your level of comfort consistent.
· If the work your company does requires workers to go outdoors, you should supply them with clothing that is appropriate for all kinds of weather.
· Make sure that a variety of healthy food options are available in the kitchens, cafeterias, and vending machines at all times (Masterclass, 2021).
Safety Needs:
· Guarantee that the level of security at the workplace is sufficient and ensure that it is a safe and secure environment with well-defined standards and responsibilities.
· A few different strategies, including the establishment of new policies for safety and well-being, harassment and bullying, and equal compensation, should be undertaken by leaders.
· Think about include health insurance in the benefits packages you provide to employees.
· Make sure that all of the employees get training in health and safety and that they are allowed to speak out if anything is not functioning as it should.
· Make it a priority to prevent your workers from being overworked and to provide them a salary that allows them to provide for themselves and their families.
· Making sure that workers are paid on time so that they may better organize and control their finances (Masterclass, 2021).
Social needs:
· Plan and organize events involving workers outside of the workplace. Simple exercises include having lunch with co-workers, grabbing coffee after work, and walking and conversing at lunch.
· Individuals are encouraged to connect via social activities, such as trips and games, during team-building exercises conducted at or away from the office.
· Involve the family members of your workers in company events and try to develop a sense of community around your organisation (Masterclass, 2021).
Esteem needs:
· Provide a difficult position with prospects for promotion commensurate with the employee's qualifications and capabilities.
· Give workers responsibility for jobs or initiatives that enhance their experience, skill set, and self-confidence.
· Do not place workers in circumstances that are above their capabilities; it is the manager's responsibility to develop people up and assist them by progressing at the appropriate speed (Masterclass, 2021).
Self-actualization needs:
· Provide opportunities for professional development.
· Provide workers with access to self-help books, articles, and videos on areas of interest to them. Consider a learning management system with a collection of self-help materials.
· Attempt to comprehend a person's high-level objectives and offer feedback on their self-actualization progress (provide guidance when necessary but try to coach rather than tell).
· Before reaching a final choice, assist with tough decisions by offering a sounding board where the person may express their views without fear of condemnation (Masterclass, 2021). 
[bookmark: _Toc108141560][bookmark: _Toc115974500]4.2 Two Factor Motivation Theory

According to the two-factor theory often referred to as Herzberg's motivation-hygiene theory (Nickerson, 2021), work satisfaction and displeasure exist on two independent continuums, each with its own set of components. These two factors are “hygiene and motivational” factors (Hinton, 1968). This runs counter to the conventional understanding of work satisfaction, which maintains that employee satisfaction and discontent are intimately related to one another. In 1968, the American psychologist Frederick Irving Herzberg formulated this theory.
[bookmark: _Toc108141561][bookmark: _Toc115974501]4.2.1 Practical Application for Leaders

There are five approaches to begin with Herzberg's theory of motivation:
Attempt to listen
Ask explicit questions regarding the desire for increased responsibility, achievements, training, recognition, promotion, and development in departments with low performance. Listen for hygiene problems as well, since, as we've discovered, addressing contentment alone will not alleviate unhappiness.
Start from the scratch
Compile a list of the positions with low work happiness, where performance can be demonstrably enhanced, and responsibilities may be feasibly and affordably expanded with satisfaction aspects.
Strive for a balance between feedback and recognition
Regular feedback in the form of one-on-one meetings, assessments, evaluations, and mentorship sessions provide employees with direction and purpose. They are pursuing a goal and, owing to your insightful input, are continually improving their performance. Building connections between employees and supervisors will boost productivity and quality while decreasing employee turnover. People want to remain and prosper.
Don’t tolerate poor performances
Your organization is only as good as its worst performance; thus, you must do all in your power to improve low standards rather than allowing high standards to fall. The impact of poor performance on employee morale, workplace culture, and the amount of stress put on those picking up the slack is detrimental to motivation and dedication. In any instance, provide yourself with steps to enhance the performance and connect with those immediately touched so that they are not affected by bad performance.
Ensure that individuals have the necessary knowledge, skills, and resources to perform.
You may give individuals the liberty and responsibility to push themselves and do more, but you want them to soar, not fall. Plan their time and resources, provide them with the skills necessary to progress effectively, and assess their accomplishments.
The above approaches will help leaders to motivate their workforce and create a desirable and positive environment at workplace. 
Those who aren't driven or confident in their own abilities may feel lost under my leadership (Appendix A), as I don't always step in to provide clear instructions. Additionally, my leadership abilities lie where they should: in interpersonal and administrative spheres; my intellectual abilities, however, have room for development. Since I am aware that I am not a flawless leader, I do my best to guide my group. By evaluating my leadership skills and receiving constructive criticism, I can improve in the future. 
As a leader, I must help those who are unmotivated and unsure of the task and delegate to those who are experienced and skilled at mentoring to empower others. I have no problem with trust, but each person's needs must be considered. Adapting my leadership style and correcting my deficiency in authoritarian leadership will encourage others who are laid back at work to realise a laisser-faire approach is not appropriate. This will foster strong working connections between me and staff, enable us to get the job done, and inspire workers to trust their own decisions.
Maslow's hierarchy of needs and Herzberg's two factor theories serve as the basis for workplace change framework. It was argued that all workers have fundamental requirements that must be met before additional motivation and empowerment can be fostered and the working environment altered. To effectively motivate workers to feel empowered and attain job effectiveness, managers must be responsive to these unique inclinations. Understanding individual employee requirements is a crucial first step in developing a motivated and empowered staff and identifying the variables that contribute to their job satisfaction. 


[bookmark: _Toc115974502]5.0 Conclusion

This study discusses emergent leadership, notable leadership theories, their impact on the workplace, and which theory is most successful when implemented in real-time.

Transformational leadership is most successful in an organisational context because it drives change and moves a company forward. It has all the important and minor traits that make working under such leadership beneficial.

The author then supplied his own self-evaluation, which showed he conducts democratic leadership. He has many leadership qualities and the ability to improve in the future. He recounted his employment experiences, test results, and co-workers’ opinions to analyse his personality in a bigger setting.

The author analysed his capacity to command, delegate, motivate, and provide employees task authority using a variety of approaches. 

Maslow's Hierarchy of Needs and the Two-Factor Motivation Theory supported this scenario. These ideas examined the connection between workers' needs and motivations and their workplace performance, as well as how leaders might utilise these theories to achieve positive change.

Good leaders should adopt several styles depending on the scenario, the people they lead, and their followers. There is no one leadership style that works in every situation; instead, a dynamic approach is needed to secure the organization's future success.
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Leadership Styles assessment
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Leadership Skills assessment
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Hersey-Blanchard – Situational Model (De Bruin, 2020)
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