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Executive Summary 
This research report evaluates both leadership theories and styles, as per Rolls-Royce Holdings, under the influence of COVID-19. The concern of the report is to identify the successful approaches taken by the leadership of Rolls-Royce in response to the crisis and to achieve more as a company. Trait theories, behavioural theories, and contingency theories of leadership will be covered, with significantly authentic leadership, democratic and laissez-faire leadership styles, and adaptive leadership being included. The report recommended that during a crisis involving landscape-scale changes and in situations of increasing uncertainty and unpredictability, leaders must be able to quickly reconfigure their responses to follow the actual and still-evolving story and remain prepared for constant transformation. The report concludes that the organisation needs to be made ready to model authentic leadership at the top levels, be willing to embrace changes, and enhance the adoption of scenario planning procedures. 
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[bookmark: _Toc163737378]Task 1
[bookmark: _Toc163737379]Introduction
The objective of this report is to critically analyse leadership theories and styles in the context of Rolls-Royce Holdings plc. Moreover, the report will also identify effective patterns for leading the organisation during the COVID-19 economic challenges. The selection of Rolls-Royce, a multinational engineering company that provides power and propulsion systems, is motivated by the fact that its business is central to the aviation industry and has been seriously affected by the crisis. The report is structured into three main sections: the outline of my paper includes an introduction, a review and application of leadership theories, as well as conclusions and recommendations. As a subject of study, the theories and styles of leadership examined in this report include traits such as authentic leadership, which is the major concern; behaviours, which cover both democratic and laissez-faire leadership styles; and contingency theories, which are emphasised in crisis situations, as highly relevant areas of leadership. These theories and styles were selected based on their relevance to winning the battle of leadership through periods of volatility and uncertainty (Dirani et al., 2020). The main objective of this report is to present conclusions about leadership behaviours that can be used during crises and to provide recommendations on how Rolls-Royce can implement these behaviours to cope with problems and become a stronger company (Fernandez and Shaw, 2020). 













[bookmark: _Toc163737380]Background on Rolls-Royce Holdings plc
Rolls-Royce is a multinational company headquartered in London, UK, that does engineer. It is one of the top industrial technology companies that offer integrated power and propulsion solutions to the aerospace, marine, energy, and off-highway industries (Gardner et al., 2021). The company has over 50,000 employees in 50 countries and even more. Its Civil Aerospace division is the world's main provider of aero engines for large commercial aircraft, regional jets, and business aviation aircraft (Ge et al., 2019). Besides Rolls-Royce having highly reputable positions in power systems and defence, the company also has a strong presence in the aerospace market. The business's biggest rivals are GE Aviation, Pratt & Whitney, Safran Aircraft Engines, and an assortment of other engineering firms. Rolls-Royce's competitive edge is built around its engineering expertise, innovative technologies, range of products and services, and global reach and scale. ROLLS-ROYCE CO was affected by the COVID-19 pandemic and the economic recession, which was mostly manifested in its civil aerospace business as air travel declined considerably.
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[image: Rolls-Royce mid-term targets set to deliver record future performance]
Figure: Rolls-Royce Holdings plc 
Source: (Fernandez, 2020)
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Critical evaluation of leadership theories and styles:
[bookmark: _Toc163737382]Trait Theories - Authentic Leadership
[image: Authentic Leadership Journey (Boekhorst, 2020) | Download Scientific Diagram]
Figure: Authentic Leadership
Source: (Ge et al., 2019)


Authentic leadership is a recent leadership theory that emphasises the legitimacy of the leader through relationships between two honest parties, that is, the leader and the followers. True leaders are self-aware, they exhibit their personalities, and their nature becomes contagious; they are dependable. The key components are:
· Self-awareness The ability to be aware of one's own strengths, weaknesses, values, and beliefs is crucial for individual success (Ge et al., 2019).
· The case is relational transparency an act of telling one's true self every time one has to deal with someone.
· Fair handling: objectively looking at the data, which has been considered important, before reaching a conclusion.
· Internalising moral point of view: self-regulation is our virtue, and we have our internal moral values (Heifetz et al., 2009).
Advantages: Conversely, authentic leaders are building to promote a sense of trust, engagement, and well-being in followers and have been shown to have a greater impact on performance. Originality is the essence of good governance. This modality offers the opportunity to be inspiring in leading the team through all of the difficult moments; the values, the culture, and the integrity are the keys to this motivation (Heifetz et al., 2009).
Disadvantages: The theory is still underway, and it frequently evokes envy in terms of being too abstract. Often, it is criticised as being hard to define or measure. Overemphasis on the leader, which can be valuable, but if it is done without consideration for the situation in which the leader is operating, Advanced technology is less likely to describe the connectedness and co-operative/team aspect of leadership (Hechanova et al., 2018). Specific components, like personal accountability, can also be difficult to implement.
Stance: The critical role of an authentic leader in times of crisis is not undervalued, and it is for such leaders to establish the level of trust and credibility demanded to help leaders overcome challenges (Hechanova et al., 2018). Though the approach is a work in progress, the four methods of self-awareness, ethics, disclosure, and the balance between thinking and acting are guidelines that would be a helping hand for a leader amid issues that are complex and unstable. Being called to give attention to developing authenticity is one of the essential tasks for leaders, which should always be balanced with the context as well as the needs of followers (Khan et al., 2020). Amid these situations, business executives who held on to their value, led with them, and were transparent in their dealings still had the support they needed and were able to thrive.
[bookmark: _Toc163737383]

Behavioural Theories - Democratic and Laissez-Faire Leadership Styles:
The behavioural theories of leadership emphasise interaction between leaders and led carried out through leaders' behaviours, while the trait and skill theories disseminate information on leaders' characteristics, such as traits and specific abilities (Khan et al., 2020). 
Two major behavioural styles are democratic and laissez-faire leadership:

Democratic leadership
[image: Democratic Leadership | The Marketing Eggspert Blog]
Figure: Democratic leadership
Source: (Koehn, 2020).
Democratic leadership is a group of people possessing augmented degrees of influence and decision-making power in the organization (Koehn, 2020). The leaders prompt the members to put forward all their ideas and opinions; even if they are somehow different, the leaders will finally make the decision. Communication amounts both to upward and downward message flows.
Advantages
· Increased engagement of followers and creativity, as well as built-in excitement. 
· The leader will be of service if he or she is not sure, and the follower can make significant contributions (Koehn, 2020).
Disadvantages
· Democratic decision-making is quite a long procedure; hence, it may not be the best option to be applied in catastrophic scenarios where a quick decision is needed. 
· Going into the fine details in the absence of the requisite knowledge and expertise, some devotees might pose a challenge to the complex decisions (Lagowska et al., 2020).
· 

Laissez-faire leadership
According to laissez-faire leadership, officers stand back and let the team members decide for themselves. Leaders facilitate the provision of resources, equipment, and help, but they don't take part in the operations directly (Leroy et al., 2018).
Advantages:
· It encourages followers and helps people find the desire to do something.
· Effective for specific and highly skilled, well-motivated teams of experts. 
Disadvantages
· The absence of leadership’s active participation may cause the mission to be undefined and loyalty to conflict.
· Noob teams might fail with no direction.
· Situations involving the gravity of the situation often imply the absence of crisis management processes and structures.
Stance: During a crisis, when democratic management proves to be useful, it helps with the engagement of the co-creators, the emergence of consensus, and the development of fresh-thought solutions (Leroy et al., 2018). The leader needs both elements:  timeliness provides decision-making power, and inclusion helps in balancing this as the need may arise. Laissez-faire leadership, like the storm in the sea, is dangerous and thus must be used with precautions. Therefore, it is advisable to apply it with a highly capable, self-directed team (Leroy et al., 2018). Thus, leaders should display flexibility by altering their style, which serves the purpose as conditions generally require the same, and at the same time, they should vary the participation of followers from high to low (Maak et al., 2021).
[bookmark: _Toc163737384]Contingency Theories - Adaptive Leadership:
Adaptive leadership has become a functional framework in leadership that serves to help organisations adopt and respond quickly to changing environments, thus addressing systemic issues and challenges (Maak et al., 2021). The model underlines the fact that leadership is not all about power and problem solving; it's about facilitating the actions of others to address tough challenges and succeed together. Key concepts include:
· Technical solutions can be identified as problems that can be solved by existing expertise, while adaptive challenges require new learning, experimentation, and behaviour change.
· Regulating hardship: producing a little bit of discomfort that can give a push to an adjustment, but not so much that would render followers helpless (Maak et al., 2021).
· The roles of leaders are to direct, protect, and restore order in the face of the crisis caused by the changes in adaptation (Maxwell, 2019).
· Through the process of challenging the existing norms, exposing the latent tensions, and generating fresh ideas.
· By giving back the work to the masses, it focuses on involving people in thinking and action that go beyond the existing boundaries and ownership (Maxwell, 2019).
Advantages:
· More precisely, this will allow the leader to function effectively in a dynamic and multifaceted context.
· Making the most challenging problems the top priority.
· It is not only the sole responsibility of the leader but also involves the followers and other stakeholders in the work of leadership (Mysore and Usher, 2020). 
Disadvantages:
· It might require tough choices and create a feeling of dizziness. Listen to the given audio and repeat the given sentence.
· It challenges the current viewpoint that they would rather maintain.
· Positions leaders with a great deal of responsibility to maintain equilibrium and a non-judgmental meeting ground where adaptive work takes place (Mysore and Usher, 2020).
Stance: Adaptive leadership is a strong and influential model to be used by leaders in a landscape crisis. It helps leaders to take on hard facts, question axiomatic beliefs, and rally people to make adaptive work possible. COVID-19 has seen us face many challenges when it comes to new mentalities and procedures (Nicola et al., 2020). Leaders need to lead in stressful situations and provide direction in times of unpredictability while encouraging others to play their part in creating a better tomorrow. In the course of the pandemic, leaders who were involved in adaptive work diagnostic activities for the situation, dialogue to bring all parties together, and experimentation to find new opportunities found it easy to adapt and change their strategies (Papagiannidis et al., 2020). 



[bookmark: _Toc163737385]Leadership skills to navigate the crisis based on critically evaluated theories and styles
Based on an analysis of relevant leadership theories and the demands of a landscape-scale crisis, the following leadership skills would be crucial for fulfilling key responsibilities:
Sense-making: At the time of leadership, managers are required to analyse as well as interpret the situation promptly, having the ability to tell a real sign apart from the noise that comes with uncertainty and vagueness (Papagiannidis et al., 2020). Adaptive challenges, in fact, are the very thing one should look out for. Being adaptable and open to new directions is paramount.
Deciding: The speed of decision-making while working towards stakeholder engagement must not be forgotten. By delegating decisions as much as possible to the people, it allows for concentration on strategic top-priority decisions. Learning and adapting are among the fundamental aspects (Papagiannidis et al., 2020).
Communicating: It is crucial to communicate frequently and clearly for all the units in the organisation to stay aligned and for the employees to get reassurance and build trust. People in leadership positions should emphatically and illustratively depict hard facts and show the way amidst the disequilibrium of volatile environmental changes (Ramalingam et al., 2020).
Empathy: Showing real empathy and sympathy towards others makes their time of stress bearable through the presence of long-lasting supportive relationships. 
Adaptability: Leaders should remain equally adaptable, able to adjust to changing situations that leave their plans obsolete (Rapaccini et al., 2020). The capability of learning, making mistakes, and then reorienting based on the results following disconfirmatory data forms the foundation of the issue of concern. 
Developing others: Enabling and empowering others to acquire new responsibilities and to take ownership of the overall organisation and put it to good use is the success pillar of mass mobilisation for crises. As employees keep their eye on continual upskilling and reskilling, the organisations get stronger. Shared leadership of tasks helps to remove the stress at the top (Rapaccini et al., 2020).
Vision and meaning-making: The leaders should see beyond current problems and reflect on the potential of the future as they are going to make the decision on what would be the next step towards prosperity. Helping the teams stay on track with purpose during this difficult period of time will give them direction and motivation (Rapaccini et al., 2020). 
Emotional self-regulation: Regulating one's own stress and emotions in the heat of action provides a platform for making deliberate decisions and induces emotional contagion of engagement and optimism. Stress management techniques such as meditation, mindfulness, and self-care facilitate an increase in resilience (Remuzzi and Remuzzi, 2020).
Designing the organisation: developing culture, structure, processes, and networks into ones that are more adaptive and capable of standing the test of time under conditions of future difficulties (Remuzzi and Remuzzi, 2020). Shared leadership, synchronisation of information flows, and team performance. Improving workforce engagement, responsiveness, and manoeuvrability.
[bookmark: _Toc163737386]

Evaluation of Rolls-Royce's leadership during the crisis
Rolls-Royce experienced a great number of problems when the pandemic broke up, as airline clients put their orders on hold, which led to severe cash outflows. The company took decisive actions to navigate the crisis under CEO Warren East's leadership, including:
· Enacting a key reshuffle programme for a £1.3 billion cost reduction through 17% employee offs. This aims at cutting down on business in anticipation of demand (Robbins and Judge, 2019).
· They came up with a plan for transitioning to more environmentally friendly technologies, such as small modular reactors and energy storage. Such a move minimises the risks of hard-hit aviation (Sharma et al., 2020).
· Up by £7.3 billion with no shortage of cash through rights issues, bonds, and loans for increased resilience. The UK government, as the 80% guarantor, was committed to helping the business with a £2 billion loan (Sharma et al., 2020).
· Redesigned the company around three key business segments civil aerospace, defence, and power systems that would help to simplify the organisation and strengthen its competitiveness (Stoker et al., 2019).
· However, the existing efforts to reduce the use of resources and improve the efficiency of production through digitalization, automation, and new methods of production are still going on (Stoker et al., 2019).
The very fact that Rolls-Royce's leadership acted in such a manner practically confirms that their leader understood the importance of the disruption, and hence their strategic response was not just short-term (Stoker et al., 2019). The uncertainty was eliminated by obtaining more funding and restructuring at a time when the realities of the new normal were being dealt with. The attempts to make things easy for the business, embrace new green technologies, and empower their competitiveness through innovation in manufacturing suggest that they are thinking about the future and are ready to adapt (Tourish, 2020). The tendency towards renewable fuels corresponds to the Rolls-Royce strategy, which includes emerging opportunities in the energy transition.
However, there are some areas for development in Rolls-Royce's leadership approach:
· The degree of job cuts may influence the employees' commitment and the way they perceive the firm as an employer. Another risk involved in this extreme cost concentration is the stifling of growth and innovation. A more 360-degree plan for the future will likely enhance engagement (Tourish, 2020).
· Certain analysts blame the firm for not taking action fast enough to address the problems that are confusing the company’s business model, claiming that the reconstruction is long overdue. To become more agile and flexible, they should intensify our efforts to diversify and introduce more disruption (Wilson, 2020).
· Leaders could communicate more about the positive and optimistic aspects of the change and less about the obstacles, which could intensify negativity and, therefore, create an opposite effect, i.e., not align but divide stakeholders.
· The company's culture is yet to be viewed by several as generously bureaucratic and hierarchical for the nimbleness required by the market. Other strategies, for instance, fostering a culture of empowerment and employee responsibility, might help accelerate the adoption of innovations (Bundy et al., 2017).
Basically, Rolls-Royce has developed lots of leadership practices that work for crisis time, like realism, decisive action, strategic agility, and future focus. Nevertheless, the area for development is inclusiveness, cultural appropriateness, and motivational communication (Bundy et al., 2017). The future will be shaped by leadership that is adaptive and human-centred; therefore, this will be the key ingredient for the transformation of Rolls-Royce.
[bookmark: _Toc163737387]

Comparison of theoretically effective leadership and Rolls-Royce's approach
The leadership theories and styles analysed suggest that highly effective practices for navigating a landscape-scale crisis include:
· Indeed, the breakdown of trust takes place in an authentic way, with the help of transparency, values-based leadership, and emotional connection.
· The modification between guiding and engaging styles is flexible, as they are contextual in nature (Bundy et al., 2017).
· Identifying and addressing adaptive challenges not only helps plants deal with stressful situations but also can bring about catastrophic change (Dirani et al., 2020).
· Sharing leadership across the organisation by liberating people in order for them to contend and handle crucial affairs independently (Dirani et al., 2020).
· Achieving the above goal may demand that information be conveyed frantically to foster synergy and advocacy.
· Building responsible people and organisations so that they can miraculously thrive even when long crises dawn on them
This analysis shows some strong points but also discrepancies when these leadership styles of the fictional character are compared to Rolls-Royce's leadership style (Ge et al., 2019). At first, senior executives showed a series of flexible traits in response to the current situation, making a very complex organisational reshuffle, getting new financing, and rethinking a strategy for the disrupted market. The board of directors’ choice to resize the business streamlines processes, and venture into greener technology shows a quality of critical analysis and a forward-looking approach. 
But they can always live the principles in their full sense by being adaptive and looking after each other. While this rapid speed in structuring the changes may be profitable, the company should also engage in wide participation or a bottom-up approach, engaging more people from top managerial positions (Heifetz et al., 2009). One of the significant elements in the longevity of an organization after a major restructuring is to nurture morale and engagement, which demands leaders to keep their communication authentic and imagine a new tradition. Leaders at the upper level tend to adjust the focus of their attention to setting the vision and achieving alignment rather than dealing with tactical planning and control.
Looking over, although high performance in leadership has been experienced by the organisation, it is not yet enough for it to adjust its leadership mind-set and way of doing things. Therefore, following the theories of human-centred, agile, and adaptive approaches is crucial for Rolls-Royce to keep up with the ever-changing dynamics (Hechanova et al., 2018). Promoting collaboration, employee involvement, and cultural change are those things that can make the company’s response more enriched and more representative. Leadership development at all levels and managers being able to guide through disequilibrium are the most important steps to becoming energised and resilient.


























[bookmark: _Toc163737388]Conclusions and Recommendations:
The comparison of the leadership theories and the navigator of the crisis caused by COVID-19 reveal that geography-wide disruption needs change-ready and people-oriented leadership that goes beyond mere organisational transformations. Leaders should display a proper combination of determinacy, resolve under duress, speed of adjustment, and vision to correct the things currently threatening our existence as a species and create our future. Understand the cultural background by being able to determine contextual sense-making, exercising systems thinking, employing emotional intelligence, communication, inclusion, empowerment, and the ability to visualize future possibilities (Hechanova et al., 2018). Rolls-Royce embodied the traits mentioned when it completely revamped its business model and strategic planning in an attempt to design a new reality. Yet, they still have leeway to move away from the so-duty governmental, dominating-hierarchical approach. Instead, we should embrace collective leadership, engagement, and agility. Making the leadership 'real’ and ‘applicable’ in terms of adaptability and delegation of authority further enhances the organisation's ability to deal with even greater complexities (Heifetz et al., 2009).

To build on strengths and address development areas, Rolls-Royce should consider the following actions to cultivate leadership for long-term success:
Immediate term:
· Perform an after-action review that discusses the current crisis leadership strategies, methods, and techniques. Create a list of summaries that talk about lessons learned, persistent challenges, and opportunities to facilitate agility, and so forth. Ask participants of various standings from diverse stakeholders (Hechanova et al., 2018).
· Establish a leadership development programme that will enhance the skills of real leaders, develop addictiveness, and promote the advancement of inclusive leadership. VR technology can be utilised as a viable method to place learners in real-life situations, and they can also receive formative coaching.

[bookmark: _Toc163737389]Task 2- Reflective essay
Description:
As a career goal of mine, I want to be a leader who is authentic, adaptive, and empowering, who is able to inspire the members of a team to move in the most efficient way in order to address complex situations and ultimately make a positive impact. The ELS (Emergent Leadership Skills)  module offered me an occasion to appraise leadership theories and approaches, to identify the existing strengths and areas for improvement, and to formulate a plan for the development of my leadership qualities. The session highlighted key leadership approaches such as trait, behavioural, and contingency theories, as well as contemporary approaches. It examined diverse styles of leadership, such as authentic, democratic, laissez-faire, adaptive, etc., through lively talks and discussions. I took a leadership survey, which helped me discover my inherent leadership style and skills.

Feelings:
The study of leadership theories as well as the observation of leaders during a critical moment of global disruption transformed my perception to be both eye-opening and enlightening. Pondering on the shortcomings of many bad leaders who could not steer their crew through this uncertain time, I felt as a hero to know that there were other good leaders who maneuverer this difficult situation with confidence, empathy and vision. On the other hand, deepening the inner perception on what influence of organization a manager should have in the organization and steering it through the process of organizational transformation made me hesitate. I now feel some of the emotions that I experienced right after completing the questionnaire and reflective exercises. The idea of building on the strengths prompted me to confront the areas of improvement with the mixed feeling of anxiety. 

Evaluation:
The ELS module taught me a lot about leadership, with impressive results.  Applying the theories to my experience and case studies gave me an understanding of how the theories are applicable in practice, not only in theory. I realised the importance of self-exploration during the activities as I was able to have a good grasp of my style and impact.
In the leadership questionnaire, I found out my strengths in fostering trust, motivating teams, sharing a compelling purpose, and sparking innovation. On the contrary, I have a few developmental aspects in me, such as being self-critical to an extent, conflict avoidance, and stretching too much. I found myself having an informal and participatory approach, but I need to overcome the difficulty of directive leadership when required. My passion is to think creatively and solve problems (Koehn, 2020). However, I need to focus more on process and implementation in order to achieve high performance. 

Analysis:
The event did show that my leadership style is in line with authentic and adaptive approaches. While being a CEO carries some specific traits, it is more about adapting my leadership style flexibly by increasing or decreasing traits like dominance and participation. I have a bit of self-awareness and emotional intelligence, but I am struggling with self-regulation, which is something that I need to improve to be able to show up more consistently in high-stakes situations (Lagowska et al., 2020). The developmental areas I need to work on are to remain stable while we are passing through uncertainty, to be able to choose the right direction, and to manage the execution part in a disciplined way.
In particular, I'm ready to step up to an ambiguous situation, as I have experience in sense making, questioning assumptions, and finding new angles to problems. Even though transformational leadership includes the need to improve capacity for managing stress and strain, emotional regulation will be a critical skill. However, I know that in the same way as one person may initiate the change, the others must learn to take the charge. One lesson is that leadership is collective; hence, it is essential that I get others on board and work in synergy to make a systemic difference. 

Conclusions:
Through my participation in the ELS module, I have realised that my leadership approach is not only about a narrow view of a particular task but also about bigger systemic problem solving. The core of the matter is that leadership is not a fixed formula that we have to learn by heart but a dynamic process of ongoing study and adaptation. The rhetoric of technology advancement, social inclusion, and ecology conservation requires me to consistently enhance my cognitive, emotional, and communication skills. I should be fully aware of the fact that the world is unstable; therefore, I must expand my portfolio enough to cope with the ever-changing conditions (Lagowska et al., 2020).
As the awareness of leadership being learned is a source of power and energy, the knowledge that leadership can be learned is empowering and energizing. I am more cognizant of my agency to step into the role of a leader and am growing in my involvement in service of our mission. The new mechanisms and skills I have learned have facilitated the development of my self-awareness, situational sensitivity, and behavioural adaptability (Nicola et al., 2020). 

Action Plan:
To build my leadership effectiveness, I commit to the following:
· Make a weekly self-debrief, asking myself questions about how I performed as a leader in the light of being authentic, flexible, empathic, inclusive, and transformational. In the end, I should take note of the main learnings and what behaviour I am going to try next.
· Create a monthly opportunity to talk with team members and stakeholders to explore their needs and how they perceive my leadership. I will seek their advice and get input on how to adapt my writing style and focus (Nicola et al., 2020).
· Get enrolled in a 6-month executive coaching programme that will be focused on identifying and shifting limiting mind-sets. I would like to work on my development areas of handling conflict, execution, and catalysing culture transformation.
· A cross-functional team comes together to manage a situation where the organisation faces business uncertainties and volatility. Deliberately apply your learning.
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