
Critical Review on Leadership and management theories.

The purpose of this paper is to explore management and leadership methodologies and how youth workers use the same principles in practice. It is a manager’s responsibility to assist and encourage the supervisee so they can flourish to be the best they can be. The role consists of helping the supervisee to reach goals set and help to recognise any needs that may need to be addressed and being mind-full of the individuals well-being. (YW02, P20) 
Armstrong (2016) also tells us there are many definitions of defining leadership, 
· Stodgill (1950: 3) Leadership in an ‘influencing process aimed at a goal achievement’
· Bennis and Nanus (1985: 17) Ledership is ‘The capacity to translate intentions into reality and sustain it.’
· Bechanan and Huczynski (2007: 696) Leadership is: ‘The process of influencing the activities of an organized group in its efforts towards goal-setting and goal achievement.’

A good Manager needs to have specific qualities to be the best manager they can be, they must be supportive of the team, be available to offer assistance in aiming towards the goals set. By respecting the teams views and needs. The Manager needs to be educative, and must be able to provide pathways to learning if needed. The Managers role needs to be Administrative, keeping files and data up to date in order to run smoothly.
There are a vast number of theories that surrounds leadership, with lots of different theorists producing papers to explain it. These theorists have developed and worked on these theories over many years exploring management and leadership behaviour.  Research by Armstrong (2016) tells us that the Universities of Michigan and Ohio State carried out individual studies in leadership theories, leading to the identification of leadership behaviour and the process in the work place. This is valuable to be able to continue with good professional practices. Identifying that the different manors of behaviour used were important to reflect upon, these different styles of behaviour were used to achieve effectiveness in various situations. Armstrong (2016) reveals that theorists have explored deeper in to the research of management and leadership theories, realising they needed to know what goes on when professionals practiced leadership. These styles of behaviour opened and led to the ‘path-goal’ and ‘leader-member exchange’ theories. House (1971) developed ‘the path-goal model’ and explains that leading professionals set goals that need to be achieved by a team that follows them. House (1971) reveals that leaders must engage in various behaviours depending on the exact situation. Graen (1976) formulated the ‘leader-member exchange theory’ that concentrates on the relation between manager and follower, thus identifying stability and a healthy communicational exchange of trust and respect from both leaders and followers.
Armstrong (2016) goes on to identify that there are many types of leaders, charismatic, visionary, transformational and transactional. Leaders are usually elected or promoted normally from knowledge on their roles and by proving they have good, professional leadership’s skills. Armstrong (2016) also draws upon leadership theories identifying the mannerisms and listing them as, ‘leadership’s behaviour theory’, ‘contingent and situational theories’, ‘path-goal theory’, ‘leader-member exchange theory’, ‘emotional intelligence theory’ and the leadership brand. A good Leader will define tasks making the information about the goal clear to understand and also help push for achievement of the task and maintaining the professional effectiveness during the team. The following team or group will only exists with a leader to manage them, making sure the groups purpose is fulfilled in a professional and adequate way. A leader will maintain effective relationships throughout the team and encourage effective contributions and motivation from all to achieve the goals set. 
A good management team will provide their team with structured learning opportunities that will build them professionally with useful skills to progress in their current jobs and get the team ready to be given tasks and extra responsibilities. Self-Managed learning is the potential to realise a person’s development and ability to grow through learning experiences (YW30). Armstrong (2016) draws upon how people learn, and explains that people do this through experimental learning rather than by instructions from leaders. Reynolds (2002) said that people will learn more effectively if they are motivated to learn (YW02, YW04, YW05, YW35). Individual learners have different styles of self-progression Kolb (1974) constructed a cycle of four stages of learning this consists of the following stages, Concrete experience – Planned or accidental, Reflective observation – this involves actively thinking about the experience and its significance, Abstract Conceptualisation(Theorising) – generalising through experience to develop various concepts and ideas that can be applied when similar situations are encountered, Active Experimentation – Testing the concepts or ideas in new situations giving rise to new concrete experience and the cycle begins again. Research carried out by the Centre for Creative Leadership Lombardo and Eichinger (1996) explains that most people develop more while in the role at work, they tell us that 70% of learning is from work experience. 20% from social learning and 10% from formal training courses. Armstrong (2016) added that the way people learn very much depends on how they are at personal progression, and how motivated and how much drive and desire to become a better learning professional.
[bookmark: _GoBack]In conclusion and drawing from practice and critically analysing reflective accounts I can say I would like to one day take lead and manage a team, however to professionally grow I need to learn more skills (YW30-41). While we are currently biding by government guidelines to stay safe from the virus Covid-19, it is resulting in many stresses for businesses and families. Leaders and management are now being asked to offer support for their employee’s well-being, Greenwood and Krol (2020) reported that during March and April 2020 a case study carried out by Mind Share Partners gathered information of the general public’s mental health, resulting in a decline of 42% since the out-break of covid-19. With the death count rising daily we can only begin to wonder what the percentage is now?! Many people are having to work or educate from home with no choice but to try and run as smoothly as possible, I can only imagine that this adds stress with kids running around in the background of video calls or the doorbell ringing or dog barking, the importance of supporting your team through their goals and offering support with well-being and mental health during this pandemic is vital to see results and professional progression, as well as a healthy mind set for growth in the work place.
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