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Leadership is the core structure of a successful company, it is found at various levels within an organisation, each stipulating degrees of skills & varying qualities. Leadership can be inspired by motivation, confidence and self-actualisation.
This paper is intended to demonstrate the modern practices of leadership within a U.K. private defence company. The methods of leadership employed will be critically analysed and compared against other modern ‘giant’ companies across the globe. Past & traditional leadership throughout history will also be critically analysed in order to produce a timeline on how leadership has advanced over the course of time.
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Leadership can be seen as a business tactic, a position in the hierarchy tree, a responsibility to a body of men/ women and a role model. Expanding on these views is as follows;	Comment by John Rees: If this is yours, very good; if it is sourced, it needs a reference.
· Business tactic
I. A model position that the team members aspire to 
II. A person that the team members are fed motivation from
III. Develop the skills of the individuals
IV. To use available resources for their team to complete a set of goals
· Position in the hierarchy tree
I. A person delegated a form of authority & responsibility to report and answer to senior management
II. To relay the concerns, criticisms & complaints from the workers in the team to senior management
III. To Iterate the quality of work done by team members & appraise them in the promotional grading system to upper management
· Responsibility to a body of men/ women
I. A person who mentors & watches over the team members & the tasks they perform to ensure its carried out safely
II. To take the ‘cannon fodder’ on behalf of the team
III. To ensure that their team has everything necessary to carry out their tasks to the best of their ability
· Role model
I. A person that the team members look up to and influence their enthusiasm & quality of work from
II. A person that the team members learn the best & experienced way to perform their tasks
III. a person that emphasises & expresses the vision of the company’s goals

[bookmark: _Toc506298154]Past Leadership/ Dictatorship	Comment by John Rees: OK, an interesting aside, but I can’t see where you are going to take this in developing your ideas later.
[bookmark: _Toc506298155]Adolf Hitler (20 April 1889 – 30 April 1945)
During the rise of the Third Reich, Adolf Hitler built up a strong force of followers due to his passion & extremism. He gained a huge following due to recording the reactions of his listeners based on what he said. Although Adolf Hitler is regarded as one of the most controversial yet powerful leaders in the world, it was not seen as the case before he came into power during his serving time in the 1st world war. As documented by world history project, ‘his superiors felt he lacked leadership qualities’.  This was noted due to his appearance and ‘odd personality’. [1] Appearance is a major factor when it comes to leadership, as we aspire to as followers a great example of the ideal human. As quoted by Arnold Schwarzenegger ‘The bigger you are and the more impressive you look physically, the more people listen and the better you can sell yourself or anything else’. [2]
[bookmark: _Toc506298156]Benito Mussolini (29 July 1883 – 28 April 1945)
Mussolini was a Fascist Dictator whom took power over Italy by force and put in place a totalitarian state, in which today’s society is quite profound. His leadership success was a rollercoaster of disasters and self-justification to the Italian people, but his failings is a common fault often caused by power hungry leaders, and that was his competitiveness. Even though Mussolini was allied with Adolf Hitler, he felt a need to prove himself to Hitler in terms of the gloriousness of his army, and therefore Mussolini was dealt blow after blow when he deployed his under resourced units, which suffered defeat. The Italian people didn’t see any advantages in Mussolini sending his troops into conflict; this was a tactic Mussolini used to spread propaganda to increase his followers [3].
Hitler’s and Mussolini’s leadership styles are unheard of in today’s business organisations, mainly because of human rights & the lack of trust to the leaders directly below them, but their successes are due to their determination. In the scope of these two in particular, determination could be confused as madness, but they both have studied a weakness in the political system and therefore have exploited it [4]. The one thing that can be pinpointed to their success is bullying. They will take down any threat that stands in their way of success, and when a situation turns bad, they don’t have the mental capacity to handle it, which in turn makes them un-loyal, examples such as Mussolini’s order to kill his daughters’ husband for voting against him [11th January 1944][5] & Hitler’s order to terminate Himmler for assuming command of the Third Reich and declaring surrender of the German Army [23rd April 1945][6]. These leaders have another tactic in common; they are good liars, and in that, they have told big enough lies over and over again, that eventually they were believed by their followers, for example, Hitler’s antisemitism & anti-Marxism for the downfall of the German republic after the 1st world war.
[bookmark: _Toc506298157]Modern Leadership
[bookmark: _Toc506298158][image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]Google Inc.
Google’s success stems from its bespoke way of leadership style. Google Inc. only employs ‘A-Class’ people in its company. The interview stages within Google are the most unique as the questions that are asked to an interviewee can be seen as bizarre and almost impossible to answer, but the purpose of these questions is to employ the most creative people [7]. Google employs the 70-20-10 rule, in that, 70% of an employee’s work is devoted to the core business of search and advertising, 20% to off-budget projects and 10% to personal interests. Google’s leadership method treats all employees as entrepreneurs as 50% of Google’s products are brought about by the use of employees’ ‘free time’ [8].
[image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]Eric Schmidt, Executive Chairman of Google (2001-2017) summarised Google’s leadership ethics as follows;
1. Get to know your employees.
2. Create new ways to reward and promote your high-performing employees.
3. Let your employees own the problems you want them to solve.
4. Allow employees to function outside the company hierarchy.
5. Have your employees’ performance reviewed by someone they respect for their objectivity and impartiality
[8]
Google’s leadership style puts the employees in control of the company’s future by giving them freedom of control towards the problems and new ideas. But the flip side of this is that Google only employs ‘A-class’ people which questions the equality of the hiring process. 	Comment by John Rees [2]: OK.  Entrepreneurial, egalitarian, focused approach with a people emphasis.  Practice rather than theory.
 
[bookmark: _Toc506298159]Elon Musk
Elon Musk, CEO of SpaceX & Tesla adopts some unique strategies which has made him one of the most influential leaders of today. He believes highly in efficiency, especially when it comes to team meetings, as a lot of time wasting comes from this. He once said to a former employee within his business during a meeting ‘you haven’t said anything, why are you here?’[9], a blunt statement, but defining what is meant, his intentions are that, if there is nothing for you to present at a meeting, then there is no purpose for you to be there. He also speaks of the ‘first principles’ method to which he adopts as his business strategy. In Elon’s first principles, he defines that not everything should derive from what is currently present or ‘has always been’. For example, Elon uses battery technology as an analogy, stating that, as an example, a battery pack typically costs $600USD per kW⋅h, but breaking the battery down into its raw components would only cost $80USD per kW⋅h for the materials [10]. His intention from this example is to show people that we as the human race will never advance if we always use the ‘Norm’ by referring to what is and has always been. He has also used this strategy for his SpaceX business. Inspirational leaders like Elon exist because they can find an easier way of developing a new idea, or something that no one else has thought of.

[bookmark: _Toc506298160]Motivation
[bookmark: _Toc506298161]Maslow’s Hierarchy of needs & Herzberg’s motivation-hygiene theory
Abraham Maslow discovered that us as humans all follow the same principle; fundamental needs, no matter where we’re from. He proposed the ‘Hierarchy of needs’ that is comparable to that of a hierarchy system. Maslow says that the ‘need’ is the lack of something [11][12]. We as humans aspire to achieve the next ‘need,’ this in turn give us motivation to get it.  Where a recognised leader fits into the hierarchy is in the extended hierarchy of needs. To achieve leadership status, one must fulfil every criterion within Maslow’s 5 hierarchies of needs. In reflection to Frederick Herzberg’s motivation-hygiene theory, individuals are not satisfied with the basic needs within the workplace, [image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]rather they aspire to higher order physiological needs such as; achievement, recognition, responsibility & Importance. The motivation theory is two-fold: motivators & hygiene factors. Motivators being; achievement, recognition & importance, hygiene being; job security, company policies & wages. Hygiene is used in terms of that these fundamentals are maintenance factors and [image: C:\Users\cmbudden\Desktop\Year 3 BEng\Engineering Management & Law\maslow hertzberg.jpg][image: C:\Users\cmbudden\Desktop\Year 3 BEng\Engineering Management & Law\maslow-hierachy-of-needs(1).gif]do not add to higher motivation [13][14].	Comment by John Rees [2]: Decent summaryFigure 1







Leadership types 	Comment by John Rees [2]: Types or skills?Figure 2

[bookmark: _Toc506298163]McClelland’s Leadership Needs
McClelland came up with this theory two decades after Maslow’s hierarchy of needs in the 1940’s. McClelland saw that there are 3 key points for motivation, and like Maslow, it’s regardless to age, sex, race & culture [15][16].	Comment by John Rees [2]: “of” rather than “to”, I think.
Need for Achievement (nAch)
The need for achievement is based on the probability of success, in that, McClelland saw that high achievers avoid the easy ‘wins’ and the ‘high-risk’ goals. The easy ‘wins’ are considered as not a challenge, and the ‘high risk’ goals are seen as more on luck than the individual. McClelland defined that ‘high achievers perceive the probability of success as 0.5’ [17], i.e. 50/50 chance of achieving their goal. They rely on feedback to measure their achievement. This motivation is based on the individual succession personally and not to do with influencing others [16].
Need for Affiliation (nAff)
This need is most suited to individuals who work amongst a team and seek acceptance from them. These motivational seekers are ones that seek interpersonal relationships and are harder to define the successes to that certain individual within the team. [18][19].
Need for Power (nPow)
The need for power is more assertive, as it is the need to ‘make others behave in a way in which they would not have behaved otherwise’ [16] they are highly motivated by discipline, and are assertive in bringing their opinion across to others. They strive on competition, influencing others and are argumentative [18]. 
[bookmark: _Toc506298164][image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]Robert Katz Vs Mumford, Zaccaro, Harding et al
Robert Katz recognised that a good leader must have 3 traits; technical skills, human skills & conceptual skills and Mumford, Zaccaro, Harding and others recognised that successful leaders have 3 skills; Problem solving, social judgment skills and knowledge. These traits and skills by Katz, Mumford, Zaccaro, Harding et al, although seem very similar, carry with them different views on perceived the ideal model for a leader, to that, we shall compare;
Katz - Human skills Vs Mumford et al – Social judgment skills
Katz talks of human skills in the context of working directly with humans and that the leader has a great understanding on human behaviour in a given situation. These interpersonal skills focus on key areas such as; human behaviour, communication with others, motives, attitudes and feelings.
Mumford et al talks of social judgment skills in the sense of ‘comprehending people & social systems that within they work, play & have a social life’ [20]. To that, they listed 4 main elements out of this; perspective taking, social perceptiveness, behavioural flexibility & social performance. 

As an example, Mumford, Zaccaro, Harding, et al. said that perspective taking is ‘sensitivity to others objectives and perspective’ [20] in regards to knowledge about a person. Social perceptiveness is when the leader will anticipate the reactions to their people when presented with changes. Behavioural flexibility in a leader is the skill to understand the various ways to adapt to change & the objectives with it. And social performance is seen as having several competencies in leadership, such as persuasion, communication, calm interpersonal conflict & mentoring. [20]  

Katz - Technical skills Vs Mumford et al – Knowledge skills
Katz speaks of technical skills in the manner of having specific knowledge in their profession, and to that, is competent and knowledgeable, with respect to the standard operating procedures and organizations rules. Katz claims that technical skills are most important to the supervisory level of leaders rather than higher ranking leaders such as CEO’s [20].
Mumford et al describes knowledge as a ‘gathering of information’ [20] to which this is organised into structures called ‘schema’ and states that knowledge is linked to a leaders problem solving skills, using prior incidents to plan for the change in the future [20].
Katz – Conceptual skills Vs Mumford et al – Problem Solving skills
Katz sees that conceptual skills allows you to work with ideas, helping to express ideas verbally and written. Conceptual leaders are seen to ask “what if” or hypothetical questions & abstract ideas, to which the leaders makes sense of these to their superiors, peers and subordinates. One thing to note, this skill is only important to managers, but the condition to this is that in order to develop into higher levels of leadership, it is important to develop this skill and exercise it to show that you are able as a conceptual leader [20].
Mumford, Zaccaro, Harding, et al. (2000) notes that problem solving skills are creative abilities that leaders bring to unique problems, i.e. defining problems & issues that are important, accumulating information to the latter, developing new ways to comprehend each problem/ issue & developing unique alternatives to solving problems & issues. Leaders are to be aware of their own capacities and challenges related to the problems/ issues and to be conscious of the time required to execute the solutions, for example, United Airlines 173 disaster [21]	Comment by John Rees [2]: OK.  The comparison of established authors is a good technique, and these are pertinent and well chosen.
[bookmark: _Toc506298165][image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]QinetiQ Leadership
[bookmark: _Toc506298166]Leo Quinn Nov 2009 – Oct 2014
Leo Quinn came into QinetiQ in November 2009 and left October 2014 to join financially struggling company Balfor Beatty. Mr. Quinn was originally brought into QinetiQ in order to clear the £538M of debt the company was in, and succeeded in doing this [22]. Leo had one goal, and that was to decrease the debt QinetiQ owed.
[bookmark: _Toc506298167]Steve Wadey April 2015 - Present (Formerly MDBA) 
Steve Wadey agreed to join QinetiQ after Leo for one vision: to grow QinetiQ and have a place for its products in the market. Mr. Wadey’s tactic as a leader is his emphasis on vision and collaboration.
Typically, QinetiQ have a reputation of forever changing CEO’s. The noticeable similarity of these persons is that they only have one goal, and when that is fulfilled, they typically move onto another company to which have the same issues as the latter. In terms of leadership within a company, this can be a very short lifespan of a successful leader. Ideally, a great leader has a set of goals to which they aspire to achieve. A good leader can adapt to changes, and use conceptual thinking for problems or issues that they have never come across before. 	Comment by John Rees [2]: If you read through this sentence you will see that it is rather garbled and overly complex.  Break it into two, and say what you mean simply – it works better for the reader!

[bookmark: _Toc506298168]QinetiQ’s Methods of Leadership
[bookmark: _Toc506298169]Situational Leadership
Situational leadership is widely used in QinetiQ, as there are bespoke departments across the U.K., for example, there are 4 Instrumentation departments that are located in; Shoeburyness, Eskmeals, Pendine & West Freugh. From personal experience and collaboration whilst campaigning to these sites, the leadership towards the teams operate differently from one to the other. As an example, there are less Instrumentation staff in Eskmeals compared to Shoeburyness, therefore leadership is perceived as more ‘slack’ in terms of team engagement. Decisions and responsibilities are left up to the team members, and therefore the relationship status of the team members with the TL (Team Leader) is very trustworthy, comparative to Google Inc. From personal experience, smaller teams, as seen in Eskmeals, impose a culture as ‘close-knit’ and appear as ‘cliques’. This can be related to McClelland’s motivational needs, in terms of need for affiliation. 	Comment by John Rees [2]: Campaigning?  I don’t understand what you mean here.	Comment by John Rees [2]: “trust-based” is probably better here.
[image: C:\Users\Chris\Desktop\Year 3 BEng\Engineering Management & Law\slii.jpg][image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]The situational leadership model developed by Paul Hersey & Ken Blanchard can directly relate to how some departments operate within QinetiQ from one site to another, for example, Eskmeals Instrumentation teams leadership model falls into the ‘S3’ category & D3 levels due to its shared decision making and need for affiliation, whereas Shoeburyness Instrumentation leadership falls into ‘S4’ category & D3 team member levels. [23] [24]
[bookmark: _Toc506298170]Transform
Transform in QinetiQ was brought into light as a response towards the redundancies across the U.K. ranges. By definition, Transform is to change the way we work and adapt to the changing climate and collaborate with our fellow workers deployed across the MoD ranges in the U.K. Transform is set to take 2 years to implement and there are planned ‘phases’ that QinetiQ must undergo in order to fulfil this ‘vision’. Transform hasn’t been well received by the workforce due to the only noticeable changes are the loss of jobs, and more workflow loaded onto the diminishing workforce. On the upper hand, Transform has enabled departments, such as Shoeburyness Instrumentation to campaign across the U.K. and collaborate more with fellow QinetiQ staff. The downside to this action is that the savings that QinetiQ has imposed by redundancies has costed QinetiQ more in the long run by deploying teams from the far corners of the U.K.Figure 3

[bookmark: _Toc506298171]MDP (Management Development Programme)
The Management Development Programme is an ad hoc scheme brought into use within QinetiQ as a response to the lack of training resource for the supervisors & range foreman who were promoted to either team leaders or line managers. It is a step-by-step programme to develop the newcomers into the set standards that QinetiQ imposes as a ‘leader’. In the QinetiQ news article, the MDP aims to: 
· Improve understanding of how we are transforming our company to meet our growth ambitions
· Explore our vision, strategy and operating principles
· Provide clarity on the role of a manager within a matrix organisation and the challenges and opportunities this provides
· Help our line managers to lead their people through change and ambiguity
· Create a culture of accountability, listening and responding transparently to our customers and employees
· Explain our values and the Leadership Skills to enable culture change
· Develop a sustained culture of high performance coaching
· Demonstrate how to use compelling communication to inspire, motivate and support[25]


[bookmark: _Toc506298172]Q-Talk
Q-Talk, a corporate news & employee engagement roadshow, is made in person by a team of the executive committee every month to each QinetiQ site in turn. Although QinetiQ and many other large corporations use their local intranet to give latest news & events bulletins, the Q-Talk is aimed at giving the employees ‘on the ground’ empowerment to challenge the executive committee of anything that they are not happy with, or have concerns about. This theory of making the employees feel more connected to their leaders has proven a negative effect between the extremities of the hierarchy tree. Put simply, too many staff packed into one conference hall makes the relationship sour because naturally as humans, we are less inclined to say our thoughts or concerns to the ones questioned in front of a mass of people. Jeff Bezos, the CEO of Amazon implies the ‘two pizza rule’, in that, he only invites the required amount of people to meetings that two pizzas can feed, as he believes that the more people there are in meetings, the more unproductive it becomes. [26].	Comment by John Rees [2]: It’s a well made point.  Having worked under similar system, the anodyne discussions large group information dumps produce don’t benefit anyone.
[bookmark: _Toc506298173]EEG (Employee Engagement Group)
The Employee Engagement Group (EEG) was formed as a result of the unrecognition of the trade union by QinetiQ in 2012, as QinetiQ officials saw that the bargaining offers didn’t reflect the decision of the broader workforce [27]. By definition from QinetiQ;
‘The EEG is a group of employees who represent the views of employees, to the Company, at all levels across the business.’[28]
The EEG is merely a voice for the workforce of QinetiQ, but the issue seen with this group is that it [image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]lacks the authority that the Union had. 
[bookmark: _Toc506298174]Summary
To summarise – 
There is a culture within QinetiQ of the divided majority of staff that either embraces Transform, do not support it or do not understand it. It is apparent that the upper levels of leadership support transform due to it being iterated constantly by the higher leadership committee.
It is said that at Shoeburyness, the news travels down the ‘Island’ faster than the weather; this is true in terms of rumours, especially when it comes to subjects such as redundancies to which we are currently going through this phase. Truth is, when there are rumours of redundancies spread across the site, this is then brought up in the monthly Q-Talks to which the executive committee deny all knowledge of or assure to the workforce that there isn’t any planed redundancies.
There are various leadership styles within QinetiQ and can vary in the same departments across other sites, but these are adaptive to their workload, the workforce and discipline. 	Comment by John Rees [2]: The section overall is a decent evaluation of current change activities and the response to them.  This last point about the adaptation of style to situational factors is a mature reflection on the reality of leadership and management.

[bookmark: _Toc506298175][image: C:\Users\Chris\Desktop\Year 3 BEng\UWTSD Logo.png]Conclusion
Leadership has evolved since the days of world domination, there are now set standards of perceived model of the motivational leader. The likes of Maslow, McClelland, Robert Katz et al, Paul Hersey & Ken Blanchard continue to evolve the complexity & sophistication of the ideal leadership to adapt to the ever changing climate of business strategy in both how to run an effective & lean organisation and to that, empower the workforce to perform to its best.
Jordan Peterson, a clinical psychologist quoted in one of his YouTube lecture videos, that history & leadership repeats itself; he speaks of this in terms of revolution and oppression, in that there are peaks and troths [29]. And like QinetiQ, there are noticeable leadership patterns that repeat itself over and over again, but does not learn from this ‘closed loop theory’.	Comment by John Rees [2]: “troughs” I would guess.	Comment by John Rees [2]: Again, probably fair comment.  The ideal of a learning organisation often ignores the need for organisational memory if learning is to be beneficial rather than, as you indicate, the stimulus for cyclic oscillations in behaviour.
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