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leadership has become the most studied and least understood topic; However, this lack of understanding of leadership it is not the lack of trying. American academics Bernard Bass and Ralph Stogdill first published their paper on Leadership in 1974, listing 3000 studies on the subject of leadership. By the 1981, their published they second edition that contained 5000 and again they had published in 1990 they third that contains 7000. Given the number of theories and models produced on the subject in the last 10 years, no doubt any future edition will just been added to the 10,000 marks. Unfortunately, as so many organisations and individuals interested in the field it will be quickly point out, the popularity of the field of leadership is not matched by the relevance of the research conducted into it. Much of it is based on small, often inappropriate, samples, is dull in quality, and detached from the real world in its findings. Manfred Kets de Vries, professor of human resource management at the Insead business school in France, echoes the view of many when he says: ‘‘In the area of leadership, it seems that more and more has been studied about less and less.’’ Reading the existing literature on the subject is, he suggests, ‘‘rather like going through a Parisian telephone directory written in Chinese!’’(Kippenberger, 2001a). So, within this assignment we will try and give a better understanding about that word leadership means and how it can be used within an organisation 


Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.      

For many years leadership scholars as been asking for more research within leadership to understand the idea of factors in which way that leadership is embedded has a necessary for advancing a more better understanding of the word leadership. But there has already been early approaches suggested that situation leadership plays a big part within organisational and leadership effectiveness. Some details that situational factors and leadership may interact in one of three ways: (a) situational influences outside of leaders' control affect organizational effectiveness (e.g., competitor successes).
(b) situational influences shape leadership behavior (e.g., time pressure).
(c) situational influences affect the consequences of leadership behavior (e.g., team climate).

This shows that not all kind of leadership behaviours which been generally assume to result in Demand consequences that will be equally effective in each situation. For example: the contingency model of leadership effectiveness assumes that group performance is a result of the interaction between the leader and the situation. The model has undergone empirical testing with mixed results since its validity was confirmed in some studies. We draw from the early situation-based views of leadership to suggest that situational variables are essential for the effectiveness, or ineffectiveness, of leadership. Yet, we go beyond earlier empirical and theoretical approaches and focus on the specific responses to given situations based on the well-established full range of leadership model.  That is, our research is based on the idea of contingency, but expands into the direction of leadership style literature.Yet, taking this integrative perspective into account, a significant problem for assessing leadership arises: instruments based on traditional (self-report) Likert-type scales represent the most common, but at the same time substantially limited approach in organisational behaviour research. These types of scales are assumed to capture general concepts or traits, but not behaviour, thereby ignoring that human action is shaped by the constraints and opportunities of a given situation, which interact with characteristics of the individual. Judgments based on these Likert-type scales may be subject to strong biases, like halo effects and common method biases. Moreover, individual raters' anchor points on Likert-type scales usually reflect their individual experience rendering a comparison among individual ratings highly problematic and even leading to incorrect conclusions. Thus, also from a methodological perspective, researchers criticised the insensitivity of current methods, especially the lack of consideration of situational variables, in the process of selecting and developing leaders and in leadership research in general (Claudia Peus, 2013).
Leadership has been given many range of definitions, but at its simplest it is concerned with the ability to influence other to achieve they goals. The process and attributes required to effectively influence others are central to an understanding of leadership and its currency in the context of developing public health nutrition as a discipline and its place in our daily workforce process. There is an established literature that describes the personal attributes of leaders, including having a big picture vision that is effectively shared and decision making that is clear and decisive based on assessment of available information. Leaders have a commitment to capacity building and empowering others, are respectful and consultative but willing to make tough decisions when required. At the core of leadership is the attribute of credibility, usually earned by ethical and transparent approaches to practice. Leaders take calculated risks when required, speak out against the status quo and step forward to take responsibility and show initiative when needed. This type of behaviour in practice requires good strategic thinking, interpersonal communication skills and emotional intelligence. We all show and need leadership skills to be effective in our daily practice, whether that be in academia, communities, or organisations. We all work to influence others to achieve our objectives, irrespective of the level at which we operate in society. Leadership is not confined to the top of the decision-making tree, but instead is often required at lower-down levels for example ‘to shake the branches’(Roger Hughes, 2009). 
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Description automatically generated]We will look at the different between the management and leadership. Management is the once that get people to do something that you want them to do it because you want them the person to do it but with leadership, they are the once that get people to do something because they what to do it. in the diagram below will show the difference between a leader and manager. 
After looking at all the different types of things that a manger does right and what a leader does the right, we can say that although leadership and management are often interchange, they are not the same thing. Management will some time lack the inspirational and the motivational feature of what a leader will have, and leader will lack the planning, coordination, and budget of a what a manager will have (Simpson, 2012a).

After looking at the thing that leader does right, I can relate to within myself within my own job roles because I was good at following direction of the way that company would like to go, and I was really passion about getting the company to them goals. I was comfortable with taking risks because would take ideas from the individuals of the shop floor and would implement that idea within the origination. 

5 level of leadership model.

Collins good-to-great principles is the principle of Level Five leadership. This leadership principle does not describe a great leader who is a genius who would have a thousand helpers rather, the Level Five leader is one who Collins describes as "self-effacing, quiet, reserved, even shy" The Level Five leader is a complex of personal humility and professional.  Collins believed that companies should understand the importance of getting the right people on the bus and get the wrong people off the bus and put the right people in the right seats. After that the companies should figure out where to drive it. Collins further discovered that the adage people first was only half right. In the good to-great companies, it should be the right people first. Companies have the unique ability to maintain faith that people can and will completed in the end, regardless of the difficulties. At the same time companies are unafraid and are disciplined confront to enough the most brutal facts of current reality, whatever they might be. Companies know one big thing that they understand their priorities and limit their focus to the one big thing that makes them successful. A lot of good companies have a culture of discipline. This culture is characterized by disciplined people, disciplined thought, and disciplined action. But not like some companies, which may have either the necessary culture or discipline, but not both. Combine a culture of discipline with an ethic of entrepreneurship, to get the magical alchemy of great performance.
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Level One Leadership - Is a highly skilled individual who makes productive through talent, knowledge, skills, and good work. 

Level Two Leadership – can impacting team member who provides individual capabilities to the achievement of group objectives and works effectively with others in a group setting. 

Level Three Leadership - Is a competent leader who can organizes a group of people and resources toward the effective and efficient pursuit of predetermined objectives. 

Level Four Leadership - is an effective leader who can commitment to and full pursuit of a clear and understanding the companies’ vision and has a good understand of a high-performance standard. 

Level Five Leadership - Is a great leader who can build long-term greatness through a blend of personal humility and professional. Level Five leaders can use all five layers of the pyramid. they show each of the leadership qualities within Level One to Level Four leadership. Level Five leaders are ambitious, yet not for themselves but for their companies. These leaders do not hold on to their leadership but rather develop their company's leadership from within the company. They "set up their successors for even greater success in the next generation, but Level 4 leaders often set up their successors for failure (Brown, 2009).

There is only one problem to this model is not particularly advanced, as it builds up a hierarchical view of Leadership. However, the model does a great job of explaining what a level 5 leader is –“an individual who blends extreme personal humility with intense professional will.” Thus, the list becomes also aspirational, and although the level descriptions seem to highlight a positioning in the hierarchy, it also shows that there is a development opportunity in the building of greatness for an organisation (Caredda, 2010).

After looking at this model I can relate has a leader to some of the skills that makes a good leader within an organisation because within the job that I was in within the organisation I was working for you will needed a good understanding and knowledge of health and safety processes and health and safety stands and for health and safety to work within the company you would need the other leaders from other departments to work has a team. 

Transformational leadership.

The concept of transformational leadership was introduced by James Burns in 1978 in his description of political leaders. A transformational approach can create a significant change in both individuals and higher leaders or management within the organisation by realigning, expectations, objectives, perceptions, and values. It is heavily reliant on a leader’s personality, character, vision, challenge, and example setting. Transformational leaders are focused on the greater good rather than in their individual seat of power. In 1985 the earlier work of burns was enhanced by Bernard M. Bass who examined the psychological underpinning of the transformational leaders as well as it is impact on motivation and performance. People with these leaders will often feel a desire to work harder than would ordinarily be expected. They also present feelings of trust, loyalty and admiration. This process is congruent in nature and followers develop ways to change environments, challenge current practice and provide team support.   

These are the for elements of transformational leadership. 

Individualized Consideration: recognizing that everyone has a specific need, concerns, and desires. Leaders will show them support and empathy and then challenge their team, but leaders can also recognize an individual’s contribution to overall goals. Individuals in turn thrive on self-development and self-motivation.

Intellectual Simulation: The teams are involved in decision making, and they are encouraged to be creative and inventive in identifying solutions. Leader’s nurture and develop their team through questioning, seeking to learn at every opportunity and independent thinking. People are encouraged to see the bigger picture and ideas are not belittled or criticised.

Inspirational Motivation: Confidence and a sense of belonging and motivation are created throughout the whole team. Leadership communication is key message, vision and mission are distributed to all within the organisation. Energy levels are kept high as control a hopeful outlook and leader’s belief in everyone’s abilities are regularly expressed. This is a glass full not half empty approach which produces a can-do attitude. 

Idealized Influence: Transformational leaders are charismatic, and they will also act like a role model. They have a strong sense if beliefs, values, and principles. This gives the group pride and gain respect and trust for each other (Simpson, 2012b).
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Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role,     
At some point within someone’s career, they will take on a leadership role. Whether there are leading a meeting, a project, a team, or an entire department, you might consider identifying with or adopting a defined leadership style. Most leaderships will develop their own style of leadership based on factors like experience and personality, as well as the unique needs of their company and its organizational culture.
These are the top 10 leadership style that leader will use within an organisation. 
[bookmark: _Hlk78091750]1. Coaching leadership style
A coaching leader is someone who can quickly recognize their team members’ strengths, weaknesses and motivations to help each individual improve. This type of leader often assists team members in setting goals and then provides regular feedback with challenging projects to promote growth. They’re skilled in setting clear expectations and creating a positive, motivating environment. 
These are some of the styles a coach leader will have. 
· Are supportive
· Offer guidance instead of giving commands
· Value learning as a way of growing
· Ask guided questions
· Balance relaying knowledge and helping others find it themselves
· Are self-aware
The coach leadership style is one of the most helpful for employers and has well as the employees they manage. Unfortunately, it’s often also one of the most underused styles—largely because it can be more time-intensive than other types of leadership.
2. Visionary leadership style
Visionary leaders have a powerful ability to drive progress and lead in periods of change by motivating employees and earning they trust for new ideas. A visionary leader is also able to establish a strong organizational bond. They strive to adopt confidence among direct reports and colleagues.
These are some of the styles a visionary leader will have. 
Persistent and bold
· Strategic
· Risk-taking
· Inspirational
· Optimistic
· Innovative
· Magnetic
Visionary style is especially helpful for small, fast-growing organizations, or larger organizations experiencing transformations or corporate restructuring.
3. Servant leadership style
Servant leaders live by a people-first mindset and believe that when team members feel personally and professionally fulfilled, they’re more effective and more likely to regularly produce great work. Because of their importance on employee satisfaction and relationship, they tend to have higher levels of respect. Servant style is an excellent leadership style for organizations of any industry and size but is especially common within non-profit organisations. These types of leaders are exceptionally skilled in building employee morale and helping people re-engage with their work.
These are some of the styles a servant leader will have. 
· Motivate your team
· Have excellent communication skills
· Personally care about your team
· Encourage collaboration and engagement
· Commit to growing your team professionally
4. Autocratic leadership style
Also know has authoritarian style of leadership this type of leader is focused on just the results and efficiency. They often make decisions alone or with a small, trusted group and expect employees to do exactly of what they’re asked. It can be helpful to think of these types of leaders as military commanders.
This leadership style can be useful in organizations with strict guidelines or with a high compliance industries. It can also be beneficial when used with employees who need a great deal of supervision—such as those with little to no experience. However, this leadership style can strangle creativity and make employees feel restricted.
These are some of the styles that a autocratic leader will have. 
· Have self-confidence
· Are self-motivated
· Communicate clearly and consistently
· Follow the rules
· Are dependable
· Value highly structured environments
· Believe in supervised work environments
5. hands-off leadership style
Hands off style is the opposite of the autocratic leadership type, focusing mostly on delegating many tasks to team members and providing little to no supervision. Because a hands off leader does not spend their time intensely managing employees, they often have more time to dedicate to other projects.
Managers may adopt this leadership style when all team members are highly experienced, well-trained and require little oversight. However, it can also cause a dip in productivity if employees are confused about their leader’s expectations, or if some team members need consistent motivation and boundaries to work well.
These are some of the styles a hands off leader will have. 
· Effectively delegate
· Believe in freedom of choice
· Provide sufficient resources and tools
· Will take control if needed
· Offer constructive criticism
· Foster leadership qualities in your team
· Promote an autonomous work environment
[bookmark: _Hlk78091816]6. Democratic or participative leadership style
The democratic style also know has the participative style is a combination of the autocratic and laissez-faire types of leaders. A democratic leader is someone who asks for input and considers feedback from their team before making a decision. Because team members feel their voice is heard and their contributions matter, a democratic leadership style is often credited with promoting higher levels of employee engagement and workplace satisfaction.
Because this type of leadership drives discussion and participation, it’s an excellent style for organizations focused on creativity and innovation—such as the technology industry.
These are some of the styles a Domocratic leader will have. 
· Value group discussions
· Provide all information to the team when making decisions
· Promote a work environment where everyone shares their ideas
· Are rational
· Are flexible
· Are good at mediation
7. Pacesetter leadership style
The pacesetting style is one of the most effective for achieving fast results. Pacesetter leaders are primarily focused on performance, often set high standards and hold their team members accountable for achieving their goals.
While the pacesetting leadership style is motivational and helpful in fast-paced environments where team members need to be energized, it’s not always the best option for team members who need mentorship and feedback.
These are some of the styles a pacestter leader will have. 
· Set a high bar
· Focus on goals
· Are slow to praise
· Will jump in to hit goals if needed
· Are highly competent
· Value performance over soft skills
8. Transformational leadership style
The transformational style is like the coach style in that it focuses on clear communication, goal setting and employee motivation. However, instead of placing most of the energy into each employee’s individual goals, the transformational leader is driven by a commitment to organizational objectives.
Because transformational leaders spend much of their time on primary goals, this style of leading is best for teams that can handle many delegated tasks without constant supervision.
These are some of the styles a Transformational leader will have. 
· Have mutual respect with your team
· Provide encouragement
· Inspires others to achieve their goals
· Think of the big picture
· Places value on intellectually challenging your team
· Are creative
· Have a good understanding of organizational needs
9. Transactional leadership style
A transactional leader is focused on performance, like a pacesetter. Under this leadership style, the manager establishes predetermined incentives—usually in the form of financial reward for success and disciplinary action for failure. Unlike the pacesetter leadership style, though, transactional leaders are also focused on mentorship, instruction, and training to achieve goals and enjoy the rewards.
While this type of leader is great for organizations or teams tasked with hitting specific goals, such as sales and revenue, it’s not the best leadership style for driving creativity.
These are some of the styles a coach leader will have. 
· Value corporate structure
· Micromanage
· Don’t question authority
· Are practical and pragmatic
· Value goal-hitting
· Are reactionary
10. Bureaucratic leadership style
Bureaucratic leaders are like autocratic leaders in that they expect their team members to follow the rules and procedures precisely like it is written.
The bureaucratic style focuses on fixed duties within a hierarchy where each employee has a set list of responsibilities, and there is little need for collaboration and creativity. This leadership style is most effective in highly regulated industries or departments, such as finance, health care or government.
These are some of the styles a coach leader will have. 
· Are detail-oriented and task-focused
· Value rules and structure
· Have a great work ethic
· Are strong-willed
· Have a commitment to your organization
· Are self-disciplined (Indeed, 2021a).
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(Indeed, 2021b)

 
After looking at some the leadership styles that are out these, I can say that I follow into some of these leadership styles.
[bookmark: _Hlk78092492]first one: A coaching leadership styles when has a health and safety manager I feel into some of these categories has a coaching leader because I had to see what other team was stronger into the health and safety rules and which team that was not and I had to find out why it was the case and list to they ideas and let them improve on it if it safe even to do so.
Second one: A visionary leadership styles has an health and safety manger you would also need to take a risk in anything that you do because any decision that you are the team to change anything within the organisation could have a big impact on the business or individuals within different teams in the organisation because they might not like the way you have changed something because they have been doing a job for that way for many years or some time you would also the teams leaders with a team to come up with they are ideas of a better way of running they line safety and you changed it to the way they would like and that could be a bad decision for the health and safety team.























Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change

After take to different type of leadership questionnaire the come out of them is on the first one that you see in my appends A is that I am a Democratic leadership and the second one come out that I am a coaching that you will find in my appends B 
Democratic or participative leadership style
The democratic style also know has the participative style is a combination of the autocratic and laissez-faire types of leaders. A democratic leader is someone who asks for input and considers feedback from their team before making a decision. Because team members feel their voice is heard and their contributions matter, a democratic leadership style is often credited with promoting higher levels of employee engagement and workplace satisfaction.
Because this type of leadership drives discussion and participation, it’s an excellent style for organizations focused on creativity and innovation—such as the technology industry.
These are some of the styles a democratic leader will have. 
· Value group discussions
· Provide all information to the team when making decisions
· Promote a work environment where everyone shares their ideas
· Are rational
· Are flexible
· Are good at mediation (Indeed, 2021c).
When working has a health and safety manger I would always ask the individuals within the organisation what we would has an organisation need to changer within the health and safety and then I would give sone sort of feedback to see if could do the changer or not but after a while I come up with an idea for get the more responses from them I come up with a little form that they could fill out with they ideas on and I would take at to weekly meeting and I had an feedback I would go back to the person that fill out and give them any feedback that I had.  
Coaching leadership style
A coaching leader is someone who can quickly recognize their team members’ strengths, weaknesses and motivations to help each individual improve. This type of leader often assists team members in setting goals and then provides regular feedback with challenging projects to promote growth. They’re skilled in setting clear expectations and creating a positive, motivating environment. 
These are some of the styles a coach leader will have. 
· Are supportive
· Offer guidance instead of giving commands
· Value learning as a way of growing
· Ask guided questions
· Balance relaying knowledge and helping others find it themselves
· Are self-aware
· The coach leadership style is one of the most helpful for employers and has well as the employees they manage. Unfortunately, it’s often also one of the most underused styles—largely because it can be more time-intensive than other types of leadership (Indeed, 2021d).
As also spoken about within part 2 when has a health and safety manager I feel into some of these categories has a coaching leader because I had to see what other team was stronger into the health and safety rules and which team that was not and I had to find out why it was the case and list to the ideas that they had and let them improve on it if it safe even to do so
























Conclusion
Part one: They are so many different types of models that has been published over the last 50 years but the reason why the two models are within this assignment is because they are the better ones to follow has a model if you would like to use the model within your organisation, but they is a lot of models out they that does not have much research with it so it would be really hard to understand and implement some of the models within an organisation. like kippenberger (2021b) said that they were a lack on research on leadership and it is the something for when it come to models that are out there.

Part two and three: they are so many different types of leadership styles but use the model in part two that I have within this assignment what the best one and that fit my leadership styles because you can see that the leaderships within the models tied up with my own leadership styles and it also tied up with part three because the outcome of my questionnaires are the same within model of part two.
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