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Abstract

 We are studying and exploring emergent leaders and also the differences between headship and leadership, and at the end of this assignment we will conclude our finding, we will also highlight the benefits and negatives of emergent leadership.
Emergent leaders, manage the group emotion, while offering guidance and stability during times of ambiguity. They lead by making an emotional retaliatory for the benefit of the group; they analyze the ambiguity and acts on it. Simultaneously, they are capable of creating and increasing the group’s emotion within the organization, Emotional management leadership enacts differently within a group’s members depending on time and place, leader’s success is determined by the emergent leader’s empathy and how they expresses their emotions, and also the ambiguous feedback of the group's performances.
  . 
Introduction 
 We have noticed that numerous researches have been done to explore the role emergent leaders and leadership play within group (Druskat & Pescosolido, 2001; Neubert, 1999;; Pescosolido, 2001; Taggar, Hackett, & Saha, 1999; Wheelan & Johnston, 1996). The emerging of emergent leadership has been attributed to the recent rise of emergent leadership.1048-9843/02In self-managing work teams.  The consequent needed to have an emergent leadership to emerge from the group within the organization instead of being imposed upon from externally (Beekun, 1989; Cohen, Ledford, & Spreitzer, 1996; Druskat & Kayes, 1999). Research to date on emergent group leaders has focused primarily on either the conditions that allow an individual to emerge as a leader (e.g. personality traits and behaviours) (Druskat & Pescosolido, 2001; Taggar et al., 1999) or on the outcome effects of emergent leader behaviour upon the group (e.g. effects upon group goals and group efficacy) (De Souza & Klein, 1995; Pescosolido, 2001). As recent research has shown how behavioural emergent leaders play within groups, also the difference between formal and external behaviour. The emotional manager is in charge of the role play within the group by resolving problems and explaining any ambiguity by creating ways of reacting to any particular events. Emergent leader should have the capacity to influence the group emotionally and also to interpret event that might compact on them... We suggest that a formal leader manages the group’s emotion as it is important to the emergent leaders. Informal leadership is essentially a process of influence (Hollander, 1961), leaders emerging from the group wouldn’t be able to access the organizational promotions that formal leaders used to use to shape behaviour. We will explore how emotional management occurs in a group, and give qualitative descriptions of few emergent leaders in action to show how informal leaders manage group emotion,.
 Distinction between Leadership and Headship or Domination:
Leadership and headship are completely different. Headship is linked to individuals who hold positions of authority in their organization accidentally or historically, without having any power or direction of the outcome of any circumstances. Like the head of an organization like a family business might have the authority, but might not be the leader of his workers as he might not be able to influence them. I found out that Leadership is an influence process and the leader may be defined as the one who significantly influences the output of workers' activities toward gaining the anticipated goals. Even though it is well-known fact that every group member has the right to influence the other group members, but the leader's influence is quite significantly different as the group gives him quietly and willingly authority to inspire them and this sees him to be an effective and fulfilling his or her own goal. We concluded in this that a group member accepts the leader’s leadership on his own terms. I also concluded that even though headship might refer to the legitimacy of authority at all sectors in the organization, where leadership is more of non-formal authority at the emotional and motivational level of the organization.
  Today we had a discussion in 4 different groups to come up with the best definition of leadership. Each group came to the conclusion and definition which pointed to the same points, which is that Leadership creates an aura to influencing his followers towards a shared goal, where inspiration and motivation is the defined goals. I am seeing a clear understanding of the meaning of leadership I can also distinguish the difference between leadership and headship, as I didn’t think before that there was a difference>.
My thinking was that if you hold a position of importance then automatically you are the leader. But I now know that they are completely opposite to each other. To be a leader does not mean to have a position of importance. You have to have the vision to be a leader and be able to influences others to make sure that your followers have the vision as you, and then the must inspire to achieve the defined goals. Leadership can really bring change and make the organization successful beyond a doubt.
Emergent leaders
   Group leader’s emotions vary as they have different components to be a manger such as (behaviours or traits) which is related to the display of the emotions shown by the management Ashkanasy & Tse, 2000; George, 1995; Wesley, 1991). All known leadership and cooperation researches only concentrated on human emotion. Like commitment and personal satisfaction during critical events within the corporate layoffs (Asforth & Humphrey, 1995). Also early studies of group interactions performed by Bales (1950), Bales and Hare (1965), and Bales and Slater (1957) continuously linked with two emergent leaders in a group, firstly task emotions and secondly socio-emotionally, some issues have been raised about the emotional behaviour of the management in the group, even though influencing the group emotions is directly linked to the management. A.T. Pescosolido / the Leadership Quarterly 13 (2002) 583–599, however some researches on leadership have highlighted the factors of group member’s behaviours, (Bass, 1990); similarly, another research has come across some factors of employee-oriented behaviour (Kahn & Katz, 1960). Those researches also proved that the leader’s behaviour on the group member’s emotions has a big influence on their performances’, leaders are responsible for the personal interest within the group members by making sure that the members of the group are in comfort zone and to resolve any issues they have, it is also beneficial to show an appreciation of the group member efforts (Bass, 1990;     katz 1960, We can also prove the link between behaviours and emotions within the management.  These researches about the leaderships behaviour doesn’t show enough about the management influence of groups emotion even though we found the link between management and behavioural is necessary and relevant to workers behavioural and interpersonal working relationships.
We don’t know much about the dynamics of managing a group of people’s emotions even though the characteristics of the leadership’s emotional balance is on the interpersonal skills, social nearness, and maintenance of group cohesion (Bass, 1990), all of these are linked to a social-emotional. We recognized the emotional aspect of leadership which researchers discovered the positive feelings and cohesion within the group, and the control of the expression of negative feelings.  Expression of emotions influences the personality traits within groups. However, the limitation of these theories makes us concentrate on the genetic expression of positive effectiveness but not of the right use of negativity such as weakness, irritations, or exasperation within a group. The hypotheses of characteristics in leadership are related to group member’s emotions and values, and the significance of leader’s behaviour in event creating and understanding for followers’’ (Yukl, 1999). However, we question the base on these theories as they don’t address how the group leader impacts the groups emotion (Kelly & Barsade, 2001), and the impact the leaders emotions influences the group performances and task process. Majority of Earlier research on leadership has begun to focus on the role of emergent leaders within groups (De Souza & Klein, 1995; Druskat & Pescosolido, 2001; Neubert, 1999;; Taggar et al., 1999; Wolff, Pescosolido, & Druskat, 2002).  But we can specifically define Emergent leaders as a member of a group who exercise the power they have over the others and influence them (Hollander, 1961, 1964, 1985). The key distinction between emergent leaders and formal, established leaders is that emergent leaders do not have formal organizational authority or power (De Souza & Klein, 1995; Druskat & Pescosolido, 2001; Pescosolido, 2001); however, they carry their role of influencing the group in their self belief,.  Propose that a key role for these emergent group leaders is that of the manager of the group’s emotion. Although the role of emotion in organizational studies has long been neglected (Asforth & Humphrey, 1995; Fineman, 1993), its role in organizational phenomena A.T. Pescosolido / The Leadership Quarterly 13 (2002) 583–599 has started analysis and  making inquiry (see, for example, Ashkanasy & Tse, 2000; Barsade & Gibson, 1998; Druskat & Wolff, 1999; Fineman, 1993; George, 2000; Goleman, 1995). While numerous studies about leadership have had loads of theories about related emotions, other studies have failed to wholly and fully 
Show the role that emotion might play in group leadership for an emergent manager. A previous leadership study has concentrated more or less on the leader’s individual behaviour and attributes than on the responsibility and the position the leader holders within the group. Jones (2001) highlights the difficulty of focusing on the traits and behaviours of individuals when he states that leadership ‘‘occurs only when followers believe they have found in some individual a solution to the problems that confront them.’’ This suggestion seems to me that this chosen group will need another direction or different or clear characteristics and behaviours from their leadership over a period of time; it also demonstrates the two types of groups in the same scenario which might require a complete and different behaviour from their leadership. so leader behaving and offering the group a spirit of development as he is the manager of the group emotion and this theory to me will help the group to solve their problems and find a way to confront them.  
I propose and suggest that the group leader role particularly an emergent group leader is to find a solution or answers to any ambiguous situations and then appropriately create a model for correct emotion solution. This newly created emotional model response dissolves any current or incoming problems of any ambiguity where the group needs to confront their emotional expression to move forward. Not if but when an ambiguous situation occurs within a group matter then the group members always seek the guidance of their group leader to get them out of sticky situations and make any sense out of the situation. They also seek help from the  group leader for numerous reasons:  in some situations, the leader may become or seen  as a parental figure for the group as the leader poses the greatest or the most amount of knowledge and experience, and also they might  the understanding of how the organization behaves and the emotions it requires, also, the emergent leader might be the person who poses the most significant reassuring and swagger with a positive attitude who has a good relationship with other group members. In any case, the model of group leader an emotional reaction to the occurring situation to show the group members what is the correct or appropriate behaviour response would be.
 Determinants of managing group emotion
 There are three categories that will give an emergent leader the power to influence his followers, which gives him the capability to control the group’s emotions. First is (group’s context), category two (group’s norms), and the third is (leader’s capability to influence the individual characteristics and ability. We are going to explain how and when emergent manager can manage his group emotion, along with examples that illustrate the process of managing the group emotion.
Proposition 
An Emergent leader has to have the capability to influence his followers, engage and manage their emotion and give them feedback whenever an ambiguous feedback comes from the management or relevant stakeholders. For example, one of the group member’s leaders assisting some other group members to understand and explain an emotionally ambiguous scenario that happened within jazz groups that was observed. This happened early on while they were playing jazz in the evening in front of small audiences and everything was going well performance-wise. Even though the audience was showing their appreciation of the group’s performance from the start of the gig, but as the night progressed then the audience begun to go silent and very quiet. The reaction of musicians to the situation appeared to be puzzling as they started eying each up other frequently, and this was a sign of confusion and Helplessness and worrying concerning for everyone. During this short period, they were worryingly less vocal with each other. As the situation continued for a while, the trumpet player Johnny, took few steps forward making himself feasible to the audiences and started playing for a short solo and doing this, Johnny had exuded to the group confidence and believes in their ability which was wavering a few minutes ago, his face expression and the swagger he was playing with his instrument. Displayed self-confidence and willingness to face the challenges they were facing at that particular moment and rapidly changed the dynamics of the group members emotions, and they started looking at the audience once gained their confidence and also started talking to one another as they started playing, they had gained the self-confidence which they had from the beginning while performance. We talked to the group after their performance, one of the group members said that they knew at that particular moment when the audiences got silent and that critical point of their overall success for the night. We asked them what really happened, and one of the group members said that they know how to deal with the situation as they had no prior experience of a situation like this, and not sure how to explain the audience’s growing silence. As one member said that they didn’t know whether the audience liked it, or they didn’t like it, we usually know? , when our audience liked our music, we know the signs as they either start clapping, dancing, or calling out—but these audiences went quiet all of the sudden. And we didn’t know to take it? One group member, Later on, said that Johnny had completely changed the whole dynamics of the situation as he knew how to read an audience,’’ and that had catapulted the group as the behavior of his solo performance gave emotional comfort to the other group members. ‘‘We could see that he the emergent leader of the group and wasn’t distracted by the situation.  He had the aura of knowing when the audiences are with you or not. So when Johnny took the stage like that, well we knew from the way he carried that everything was going to be fine.’’
In this scenario, the group members were facing awkward situations from the audiences and wanted an ambiguous response from their leadership. The quietness of the audience could have been translated as being a lack of appreciation by audiences by the group’s performance, or a great appreciation.  Johnny took the role of the group’s translator of the audience reaction and created an appropriate model response. Even though Johnny was not the official leader of the group, but his ability and the knowledge required to read the audience’’ and calculate their appreciation of the group’s performance and that put him in an emergent position of leadership once the group’s performance began. Therefore, he was referred to by the other group members during the group’s performances concerning the questions of tempo, like the timing of breaks and the kind of music they selected... Clearly, this puts Johnny in a position where he holds too much power or influence over the group and their performance, and this pushes him to be emergent a group leader (Throughout the overall sample, the occasion  of the emergent leader finding a solution to the ambiguity situation were mentioned in above about the  jazz group interviews, we found out that rowing crew interviews (60% of the total sample). Surprisingly occurs t when emergent leaders row with crews about the interpreted ambiguously feedback and also they the most of the rowing happens within practice sessions that is when the emergent leader of the rowing crew looks for a distinct and different interpretation of concrete performance feedback.  
Group 
The norms of emotional expression of Emergent leaders can normalize the group’s emotions to control and manage group emotion. The best part of the group norms when it comes to the expression of emotion and communications inside group and we preferred that Emotional expression to be a major part of the overall group development (Bennis & Shepard, 1956), as impacting persuasion within a group (Mackie, Asuncion, & Rosselli, 1992), and as a key indicator of experienced psychological safety within a group (Edmondson, 1999). When a group is in norm zone then they are in an encouragement zone where they can express their emotions, this makes easier for members to have an emotional contagion between the members to occur (Asforth & Humphrey, 1995; Barsade, 2001; Hatfield et al., 1994;; Le Bon, 1896/1982). If an individual is not responding emotionally and is not expressing his feeling within the group then the emergent leaders will have difficulties in influencing his fellow members through displaying of emotion. However, many cooperation’s hold the the belief that emotions and emotional expression are the ‘‘antithesis of rationality’’ (Asforth &Humphrey, 1995), and therefore, took steps to manipulate and control within the organisation the expression and experience of emotions (). We that This way of suppressing and controlling the results has began from the start of the Industrial Revolution, the major part of  the bureaucratic organization are to concentrate to achieve the objectives the organizations were aimi9ng for and rational as possible (Weber, 1946). Majority corporations deploy some kind of formal or informal to have a control over the workers expressing their emotions in the workplace. However, the uses of these principles change depending on the occupation or staff criteria’s, where their contract allows them, and how often externally or internally. Also, principles change between corporations as some corporations pay more attention to the reputations held by the public depending on at least the  part on the emotional displays of frontline workers (for example, having laugh behaviours that is allowed for  some workers of certain organisation compared to some other organisations). These principles or rules that control the expression of emotion is usually studied through workers get together events with each other learning about some particular job or organization (Humphrey & Ashforth, 1994). Usually, corporations do have a say over their workers behaviour to rationally promote and encourage them to express their emotion. However, Asforth and Humphrey (1995) suggest that some corporations formula of managing the group dynamics is to  create a model process when tasks requiring a high level of emotional labor which would be an environment beneficial that gives a greater way of  expressing your emotions. The recent popular success of management books espousing theories of ‘‘emotional intelligence’’ (e.g. Goleman, 1995) showed tolerance from managers that might allow them to change the ‘‘the emotion rules’’ for the departments where they are at, and consequently, create a model where their ability allows them to communicate and show their emotional responses to workers performance and external events
 Conclusion 
The role of being the emotional manager of a group was dismissed  out of hand, we explained how within a group emergent leaders used to communicate and send messages of their performances in a behavioural way regarding their attributes to certain events. Also they carry it out in a way that sends the group members clear messages of being appreciated and respected for emotionally handling the events. Group members as a result gain prosperity, the behavioural of the leader and emotions get stronger, this experience can be used for the future situation to understand their own individual behaviour. This is the way the emergent leaders influence the group members behaviour while Enhancing and galvanising the group’s emotional behaviour and performances. As we discovered that this kind of role is beneficial to emergent leaders within group and team, we found out as well that for emergent leaders to influence and process an effective order upon the group, as they are not formal but an emergent leader, they have to depend on this kind of processing the influence instead of processing rewards and punishments formally. Furthermore, emergent leaders are usually empathetic and responsive to the need of their follower (Wolff et al., 2002; Yammarino, 1996). As regarding the propositions about the emotion of group members, emotional management process needs more formal research done on the hypothesis testing and studying. We recommend that those studies explore,(1) the performance regarding the ambiguity/clarity; (2) the groups norm about emotional communication; and (3) the characteristics and personality of the emergent leaders. We recommend that future research should take into concentrations the leaders' emotional display, personality, organizational traits, group output, etc. As noted by Humphrey (2000, as we know that emotional display in the workplace is governed and influenced by the  organizational reputations, job classification, and individual characters. We also know that there are different rules for the organizational environment regarding formal and informal expressions, Humphrey suggests that many emotional displays can be classified as secondary work behaviours, that are A.T. Pescosolido / Even though Leadership Quarterly 13 (2002) 583–599 595 is impacted but to accomplish the task is not essential as those are influenced by the traits and characteristics of the task that in hand. For example, Humphrey made a strong argument in pointing out that typing is a primary work behaviour, but at the same time highlighted the emotional reactions displayed by yawning, bored or expressing irritation by making few mistakes as a secondary behaviour .the worker by making a typing mistake like yawning because of boredom or showing exasperation because of an easy mistake and this would be identified as secondary behaviour. To classify the stress of occupation’s secondary emotions and behaviours are almost certain to change depending on the organisation environment.. if an Occupations  require a their team members to have a direct contact with their client when interacting, which might create an intense emotions (like having an occupation in hospitality or nursery ) where high percentage of emotional displays will occur. This might lead to understanding the emotional expression within the organisation concerning the leadership’s emotional behaviour by comparing with other organisations or other parts of the same organisations environments, tasks, and types of leaders. Furthermore, it has been stated that care have to be taken into concentration depending on the link between the types of emotional expression and the meaningful with leadership behaviour and whole-group dynamics. Staw and Barsade (1993), Even though there is not much evidence to support this theory supporting the positive effect that leads to higher performances. However, we made the point that important research must not be drawn into the false expectation of thinking that managers should focus on the effects of positive thinking and completely ignore the negative effect expression. As the overall result of the groups performances increases and the organizational expectation will show the characteristics of individuals and their job performances, etc.) Negative emotion expression is when employees show frustrations, anger, and sadness which will be a parameter to gauge the fruitfulness of the group performance and it will certainly provide materials that are as important as the expressions of positive emotion. Therefore, we should be careful to be undertaking the studies that explain the role of groups interactions with the leadership within an ‘‘interacting group’’ (Yukl, 1999), and as we know now that  it is not just as part of a  relationship involving one individual leader with one individual follower.. We suggest treating this as the sole group leader instead of framing it as leadership behaviour. Consequently, the research should concentrate on behaviours that show their interactions within the group instead of sole group members and their character styles and personality. We also suggest another way of analyzing group interactions in a way of discussions, instead of data collection of the sole members of the group’s instead of the using individual data collection system like individual questionnaires and progression we gained knowledge and understanding by having emergent leaders being the managers of the group emotions so they Influence interacts with the groups. Most leadership studies about transformational or personality leadership concentrate on dyadic operation instead of involving studies concerning group interaction (Yukl, 1999). That is, the majority of leadership studies concentrate on the relationship between the followers their leader; however, the fact is that this only concentrates on the dyed neglect of followers and leaders members of a larger group. Yukl (1999) suggests that it is important to understand how leaders influence group progress ‘because they have the necessary tools to interacting with the group members and influence the group where it will to lead to a high level of performance (p. 295, emphasis added). By knowing through understanding the characteristics and the dynamics of the circumstances that might  influence the emotions of the group of members, from this we learn and have a greater understanding of the influence the progression that is used by emergent leaders while they interact  not only with the individuals of group members but whole groups,.
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