[bookmark: _GoBack][image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Skills for the Workplace
Module Assignment Submission 

	Student Name:
	Yahea  Hassan

	Student Number:
	1811554

	Module No:
	BMSK 6001

	Module Title:
	BMSK6001 Emergent Leadership Skills 
for the Workplace



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.



Executive Summary
To be successful in the market, every organization must satisfy a set of shared aims and objectives. And leaders are the pioneers who encourage and motivate workers to accomplish such organizational goals. To achieve the greatest leadership practice, a leader must employ a variety of leadership styles dependent on the scenario and individuals targeted. An effective leader may foster a good work atmosphere in which every employee has the same team spirit in order to work for the company's benefit. Moreover, leaders are the foundation of an organization, creating a motivated work environment in which all employees share the same values and collaborate to achieve the overall organizational goals. In this case, the situational leadership model is most suited for leaders who must interact with diverse groups of individuals in a variety of settings.
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[bookmark: _Toc76624475]Introduction 
This assignment composes of certain areas related to emergent leadership skills. The writing has been separated in accordance with three separate tasks or questions. The first question addresses the personal abilities and characteristics that need to be exhibited to fulfil the roles of leadership styles, bases upon expected circumstances and situation one can find himself in. The application of these styles has also been included. Following on from this a recognised model of leadership known as the situational leadership model has been critically assessed for the purpose of identifying the implication practicing this model would have on the overall workplace performance of individuals. Finally, before concluding this assignment, my own personal ability of executing certain skills and elements of leadership such as direction, motivation, empowerment and delegations have been addressed in relation to how such actions could ensure a positive workplace change. 
Question 1: 
[bookmark: _Toc76624476]Evaluate own ability to use a range of leadership styles in different situations and with different types of people, to fulfil the leadership role.

Every organisation has a set of common goals and objectives to meet to be successful in the market. And leaders are the pioneers who empower the employees and motivate them to achieve such organisational goals (Botting, 2021). However, Hyperlink InfoSystem is currently the number one app developing IT company in the United Kingdom. The company was first founded in 2011 by Harnil Oza who had the courage and passion to make this company the number one leading IT company in the market. Through his motivated and determined effort his was able to establish the company into the market and ensure that he was successfully progressing towards reaching his goal of becoming a renowned app developer in the United Kingdom. Since then, he was the owner and the leader of a three men’s team. He successfully motivated them being the best version of themselves and soon started to flourish in the market. Now Hyperlink InfoSystem has over 350 motivated employees working for them. The leaders of Hyperlink InfoSystem still follows the best leadership styles and theories to fulfil their leadership roles and responsibilities (Paal et al., 2018). This leadership quality of Hyperlink InfoSystem has created a motivated work environment for the employees where they can give their best performance to successfully achieve the organisational goals. From this it can be identified how vital the leaders are and the styles that they adopt on the overall productivity and performance of a workplace as well as the work ethic displayed by the employees. Determined and motivated employees are often driven by the influence gained by the leadership role models. So, to ensure the best leadership practice, I must apply different leadership styles based on the situation and targeted people. These leadership styles define how the core roles and responsibilities of an efficient leader will be achieved. 
Roles of an efficient leader
An efficient leader can create a positive environment in the workplace where every employee has the same team spirit to work for the betterment of the company. A leader is the role model for the employees in an organisation (Botting, 2021). For this the leader should be a self-motivated person with an optimistic mindset who inspire their followers and shares the same value with them. A leader does not order around the employees, rather leaders build up their confidence and empower them to bring the best out of the employees. Also, a leader maintains transparency, follows the team approach, and leads them through examples. A leader is always there to listen, help and support his or her followers. In Hyperlink InfoSystem, the founder Harnil Oza maintained his roles and responsibilities as a great leader from the beginning. He started this company with 3 other talented employees. Because of the leadership quality of Harnil Oza, he managed to keep motivating his three employees and shared his vision with them. So, the employees always worked as its their company which helped them boost up their self-confidence and eventually, they managed to shine brighter in the long run. So, because of the successful leadership style and approach of Harnil Oza, Hyperlink InfoSystem is now the number one IT company in the United Kingdom (Paal et al., 2018). I have to play a key role in the overall success of the company, providing the direction and pathway which employees need to take. By demonstrating and showing a positive pathway for employees and providing them with the guidance that they need to follow a certain pathway, is what enables employees to be successful and achieve the desired outcomes and objectives a company anticipate on achieving. 
Different Leadership styles to fulfil the leadership role 
Different leadership styles determine the behaviour pattern of a leader. According to Blanchard and Hersey’s Situational leadership model, efficient leaders use two types of behaviour. One “Directive” and another one is “Supportive” (Alvehus, 2018). These two types are further categorised into four distinct leadership styles that varies according to the situation and people related to it. How I apply these leadership styles in different situations are as follows.
1. Directing
Directing leadership style follows a one-way communication between the leader and the employees. In this type only I will have the authority to make decisions and setting goals for the company (Peck, 2018). So, as a Leader, I will give full instructions and direction to the employees about the details of the task. In this style, the employees do not have any freedom to make decisions, they only must follow what I will say as their leader. Then I have to monitor their performance and ensure the success of the task. Directing leaders are in control of everything that takes place in the workplace, and deviations from the expectations and objectives of the leader is seen as failure or incompletion of tasks. Satisfaction or completion of tasks can only be understood from the approval of the leader after monitoring and assessing the actions of the workers. 
Application in an organisation
Directing leadership style is important in a crucial situation where the decisions are sensitive and extremely delicate. Also, this style is ideal when I need to make an ethical and moral decisions in the company. In case of Hyperlink InfoSystem, the leader and founder Harnil Oza, followed this style when the company was in the development stage. As an efficient leader, he instructed his three men’s team to ensure the success rate of primary tasks (Cardno, 2015). Because, in the early stage of a company, the decision-making process is delicate as it determines how the company can survive in the market and grow in the long run, making this type of leadership style appropriate and applicable. Therefore, even though this type of leadership may seem strict and stern and not appropriate towards motivating staff and developing trusting relationships with them, this leadership is effective as seen in the case of Hyperlink InfoSystem as the decision – making process being very sensitive means that the impact on the entire company is great. Therefore, this type of leadership was most effective in this case and suitable. 
2. Coaching
Coaching leadership style is slightly more flexible than the directing leadership style. It allows the employee to participate and be involved in determining the process of the task to be done. In this style, I will describe the task details and give employees the instructions of successfully doing the task. Although the final decision will be made by me as their leader, the employee can also actively participate in the process (Nicholls, 2015). So, it develops a two-way communication between me and the employees in a company. As a result, this leadership style reflects both directive and supportive behaviour about how the tasks will be done. 
Application in an organisation
Coaching leadership style is the most effective when a company is in the development stage. In this stage, its very crucial for me to continuously motivate their employees to keep focused on the goals. By efficiently coaching the workforce, I can bring out the best performance of them (McFarland, 2014). For example, in Hyperlink InfoSystem, the organisation follows a two-way communication system. I will make sure that their talented workforce is actively participating in the planning process. This ensures a confident work environment where employees and leaders trust each other and have the same objectives to achieve. 
3. Supporting 
Supporting leadership style appreciates a two-way communication so that the employees feel comfortable and valued as a part of the company. In this leadership style, I will state the final goals that they need to meet. Then the employees will have the right to develop an action plan under the supervision of the leader (Covey, 1999). Here, I will encourage them to be confident in themselves and take the best decision to achieve the goals. This way I can act more friendly and supportive in this leadership style.
Application in an organisation
Supporting leadership style is the best when I have already created a great work environment where people are self-motivated to work, they are valued, confident and consider the company as their own so they give their best effort to make it better. On the other hand, if the work environment is not pre organised and the employees do not share the same values, then a supporting leadership style will create an imbalance situation in the workplace (Carroll, 2015). For example, the leader and owner of the Hyperlink InfoSystem has ensured a well-trained workforce first, then created a great working environment so that their employees are always motivated to innovate new technologies and ideas. By supporting leadership style, the leader transfers authority to their valued and trusted employees because he believes that they are well efficient with necessary information and genuinely care about the betterment of the company. So, they give their best performance under such efficient supporting leadership style.
4. Delegating 
Delegating leadership style is when I delegate decision-making to the employees. This style is typically utilized when workers are much more knowledgeable about the issue than the leader. So, they can evaluate the problem and devise a strategy for what needs to be changed. In this method, I must still assign duties. This method is only recommended when I have total faith in his employees' abilities.
Application in an organisation
Delegating leadership style is the most suitable for highly successful businesses where the foundation is strong and the employees are well trained about their tasks (Stenmark and Mumford, 2011). Only in this situation I can fully trust them and assign them tasks. I will have the total authority to make decisions and innovate the best possible way to do the task. But they also will be responsible for their work. For example, after Hyperlink InfoSystem had become the market leader in the UK’s IT industry, the company started following the delegating leadership style. Their leader believed in his employees’ efficiency to innovate new technologies according to the company’s overall goals. 

[bookmark: _Toc76624477]Question 2: 
[bookmark: _Toc76624478]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.

Leaders are the pillar of an organisation who creates a motivated work environment where all the employees share the same values and work together to achieve the overall organisational goals (Gill, 2009). To ensure the best outcome, the leader should be a self-motivated enthusiastic person with an optimistic mentality who inspires his followers and has the same values as them. A leader does not order around the employees; rather, leaders develop their confidence and empower them to bring out the best in the workforce. A leader also preserves openness, commits to the team approach, and leads by example. A leader is constantly there to listen, assist, and support his or her people. These are the common characteristics and behaviour of a great leader. Different leadership models explain the specific leadership traits according to the situation and the people. Among various models, Situational Leadership Model is one of the most used models for organisations like Hyperlink InfoSystem that need to manage a motivated workforce.
Situational Leadership Model
Situational leadership model is the most suitable for leaders who need to work with different group of people in any kind of situations. This model was developed by Paul Hersey and Ken Blanchard in 1969. After some more research, Hersey and Blanchard developed their own version of this model (Jackson and Parry, 2011). The Hersey version is called Situational Leadership Model and the Blanchard version is called Situational Leadership II Model. According to this model, there are four different leadership styles which are – Delegating, Supporting, Coaching and Directing. And four different level of maturity which indicates a particular situation and the ideal style for that situation (Kippenberger, 2002).  This model is highly recommended in organisational leadership training and development. The leaders use this model after evaluating their employees and then decide the right person for the right task. The model includes two types of behavioural pattern, directive and supportive. Directive pattern supports the one-way communication method where supportive patterns work on a two-way communication method. However, a good example of Situational leadership model is portrayed in Hyperlink InfoSystem as they grew from a SME to the number one leading IT company in UK. Here, the situational model is explained as follows.
[image: ]
Figure 1 - Situational Leadership Model; (Blanchard, 2012)
· The following Situational Leadership Model demonstrate the framework that helps the leader to understand the situation and then determine the most suitable leadership style according to the situation. 
· Here, the X axis designates the level of “Directive behaviour”. This indicates how the leader passes directions and instructions to their employees. Before doing this, the leaders first evaluate their employees’ capabilities and performance and then access the details of the task to determine the right employee for the right job. The greater the direction, the less capable the employees are of making independent judgments about the task (Alvesson, 2017).
· And, the y-axis represents the leader's level of supporting conduct. That is, the quantity of assistance they provide to their employees. The higher the level of support, and the more the leader assists their team in making decisions and doing their duties. 
· Development level indicates how skilled or motivated the employees are. This shows their competency and commitment level in the company. From D1 to D4 the flow chart indicates a developing workforce as D1, to the most developed workforce as D4 (Mewton, 2015, pp.14).
The four types of Leadership style according to Situational approach
According to the Situational Leadership Model, there are four type of leadership styles. As the Figure – 1 show, S1 Directing Style, S2 Coaching Style, S3 Supporting Style and S4 Delegating Style. Here is the analysis of these four-leadership style and how it is applied in different situations. 
S1 – Directing Style  
A directive leadership style is characterized by one-way communication between the leader and the workforce. Only leaders of this kind have the authority to make decisions and define goals for the organization (EL-Annan, 2015, pp.8). The leader will provide detailed instructions and direction to the staff on the intricacies of the assignment. Employees in this manner have no decision-making authority and must just obey what their supervisor says. The task's success is ensured by the leader's monitoring of their work. In a critical scenario where judgments are sensitive and highly delicate, a commanding leadership style is essential. This method is also appropriate when the leader must make an ethical and moral judgment of the company.
S2 – Coaching Style
Coaching leadership is more adaptable than commanding leadership. It enables the employee to participate in determining the method of the work to be completed. In this method, the leader will discuss the work details and provide employees with guidance on how to do the assignment properly (Fernandez and Vecchio, 2017, pp.67). Although the leader will make the final choice, the employee can actively engage in the process. As a result, it fosters a two-way interaction between a company's CEO and its workforce. As a result, this leadership style exhibits both directive and supporting behaviour over how responsibilities will be completed. When a firm is in its early stages, a coaching leadership style is most successful (Grossman and Sharf, 2018, pp.114). It is critical for leaders to continually inspire their staff to remain motivated on the targets at this level. True leaders can play a huge part in bringing the best out of their employees by effectively mentoring them.
S3 – Supporting Style
A supportive leadership style values a two-way communication so that employees feel at ease and appreciated as members of the organization. The leader will outline the end targets that they must accomplish in this leadership style. The workers will then have the authority to create an action plan under the supervision of the leader (Grossman and Sharf, 2018, pp.114). The leader will inspire people to believe in themselves and make the best decisions possible to attain the goals. In this leadership style, leaders act friendlier and supportively. When a leader has already built a fantastic work atmosphere where employees are self-motivated to work, they are respected, confident, and believe the firm to be their own, they will give their all to make it better. 
S4 – Delegating Style 
When a leader uses a delegating leadership style, he or she delegated decision-making to staff. This technique is often used when employees are far more informed about the subject than the boss. As a result, they can assess the issue and create a strategy for what has to be addressed. Even if the worker makes the decision, this is still the leader's responsibility to supervise their every move. The leader must still allocate duties in this way. This technique is only suggested when the leader has complete trust in the skills of his staff. Delegating leadership is best suited for extremely successful organizations with a stable platform and workers who are well-trained in their roles (McFarland, 2014). They have complete authority to make judgments and devise the best approach to complete the assignment. They will, however, be held accountable for their job.
The Four Level of Employee Development
The four level of Employee development reflects how skilled or motivated they are. This demonstrates their competence and devotion to the organization, Hyperlink InfoSystem. Here are the Description of four level of development.
D1 – Enthusiastic beginner
When the employees are not properly skilled but they are highly committed to the company. Although they lack the required skills, they are the most enthusiastic and eager to grow. So, this approach is most suitable when a company needs to get the work done at development stage. For example, Hyperlink InfoSystem’s initial three employees were at this level (Yan, 2011, pp.18).  
D2 - Disillusioned learner
When the employees have the primary skills but lack the commitment to the company, they are considered as disillusioned learner. The employees may have the necessary abilities but are hesitant or lack confidence to do the work. They might be unfamiliar with the work or circumstance (Alvehus, 2018, pp.535). For example, as Hyperlink InfoSystem grew in some years, they have reached their employees at level 2.  
D3 - Capable but cautious worker
When the employees are more capable and more skilled than level D2, but they are not motivated enough to be dedicated to the company. To get the best result out of them, a leader should play the supportive role to understand their psychology and works on their motivation factors.
D4 - self-reliant achiever
When the employees are highly skilled and efficient and at the same time, they are fully committed to the company, they are considered as self-reliant achievers. They are highly confident and capable of doing a task on their own. They are also responsible for any outcomes (McFarland, 2014). This is the developed stage and delegating style is the most appropriate leadership style for this type of people. For example, as Hyperlink InfoSystem became the market leader and number one IT company in UK, they follow the delegating leadership style for their level D4 employees. 
Connecting Leadership Style to Development Level
[image: ]
Figure 2 - Connecting leadership style to development level; (Self-made)

Advantage and Disadvantages of Situational Model Leadership in an organisation 
The main advantages of Situational Model Leadership in an organisation like Hyperlink InfoSystem is that this model is very easy to apply. It connects with the people according to the situation. It delivers four type of leadership style for the leaders to use which one they feel appropriate to get the highest possible outcome (Yan, 2011, pp.18). But it also has some disadvantages. This model is ideal for short term situation analysis, it is not suitable for long term leadership style. To apply this model the given situation should be analysed in details, otherwise the model may fail to provide successful outcomes. 
[bookmark: _Toc76624479]Question 3: 
[bookmark: _Toc76624480]Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.
The ability to set a positive change in a workplace depends on the key aspects of setting direction, motivating others, delegating and empowering others. However, it is easier said than done. All of these topics are interconnected. Only setting the direction and not motivating rightly or not empowering others seldom shows expected result of a positive change in the workplace. Assessing the ability to motivate others can be biased for a lot of reasons for me. The ability of truly setting direction and motivating others is a powerful characteristic trait for me to master. Empowering others can truly empower me and also help the organisation overall.
Setting Direction
Research shows that human resource always follows the direction set by the leader figure, not the direction written in the papers (Grossman and Sharf, 2018, pp.114). The information from Hyperlink InfoSystem positively corelates with the research. Harnil Oza set the direction for the organisation in every turn. The workplace change can be derived from the direction of a leader. I try to portray a positive direction to being more workaholic, and focus on deadline. To bring change to the workplace the direction could be set with different tools. 
The written directions are the seen indicators for setting the direction for me. For example, mission, vision and goal statement of the organisation. Such as, Hyperlink’s mission is to believe in what the client believes in. Doing so Hyperlink tries to deliver the best tech solution. However, this behaviour also resembles the characteristics of Harnil Oza. Peers suggest that whenever Harnil Oza is in a meeting with a client he always shows utmost respect towards the views of the client. And tries to provide the best tech solution in his power. This portrays the role of a leader in setting and maintaining the direction for any organisation. I always try to focus on the work ethic and time management when doing, or delivering my own work. 
Identity, values, beliefs and process of completion could be identified as unseen indicators to set direction. Research suggests that the identity, values and beliefs of the leader always affects the overall culture and individual action of any employee (Fernandez and Vecchio, 2017, pp.67). The employees’ beliefs and values go on to represent the beliefs and values of the leader. I believe loving what you do is the first and most important part of doing a good job. I try to portray this belief on my team and this bought a positive change among the overall team. As a result, my team is known to do the job from their heart, not only with their brain. However, setting the perfect direction can be crucial.
Motivation 
Extrinsic motivation comes from outside. Example of extrinsic motivation is the outcome of any job. For example, salary is an extrinsic motivation. This is a reward driven behaviour (Kouzes and Posner, 2012). However, to truly motivate someone extrinsic motivation needs to turn to intrinsic motivation. Intrinsic motivation comes from within the individual. Intrinsic motivation helps to do specific acts without any obvious external incentive (Stenmark and Mumford, 2011). Intrinsic motivation can be love towards the doing the task or enjoyment felt while doing the job. Another example of intrinsic motivation can be reading a book because someone enjoys reading. As a leader, I need to be aware of these motivational differences and have a clear knowledge about how individuals perceive intrinsic and extrinsic motivation. The model of high performance shows that extrinsic and intrinsic motivation results in a better performance. 
[image: ]
Figure 3: High performance model; (AH Raymondson, 2018).
The role design for motivation on the other hand, helps me to show an automatic way to motivate employees. The systematic and deliberate distribution of work to groups and people within an organization is characterized as Job Design (Cardno, 2015, pp.117). Moreover, this is considered to be a psychological theory of motivation. The role design suggests that role engagement, role enrichment and role rotation ultimately aid the empowerment of the employee. This overall motivates the individual to perform better and stay motivated for a longer time period. 

Figure 4: Role design for motivation; (AH Raymondson, 2018).
Overall, to increase my own ability to motivate others in the workplace I tried to implement these theories into practice. A significant change that I faced in the workplace was when my team was motivated to work on off days. This was the result of intrinsic motivation, role enrichment and empowerment (Yan, 2011, pp.18). They felt the development of the organisation was their development. This thought process helped them consider the opportunity cost of working in a holiday. 
Empowerment 
Empowering the workforce is a core quality of an efficient leader. A true leader doesn’t order his employees around, rather he gives them the opportunity to learn skills and new techniques. Empowering employees motivates them to be better in every task given. Empowerment makes the employees feel valued and pushes their morals (Grossman and Sharf, 2018, pp.114). So, the employees perform better by developing their skills for the betterment of the company. Empowerment is also linked to delegation and development which can be followed by an efficient leader. 
In a workplace, employee empowerment can provide such trust and sense of responsibility in the whole workforce. When the employees are given power and being valued, they feel they are not the employees but they are the part of the company. So, they become more responsible doing what will be the best for the company. In an organisation that empowers its employees are more likely to the extra mile than the other companies cannot (Fernandez and Vecchio, 2017, pp.67). Also, the productivity and efficiency level will rise as they will work as a team with good communication. 
So, to empower the employees in an organisation, I have to transfer the authority and dividing responsibility among the employees. Then, I should train them with best practices and guide them all the way. This way the employees will feel more supported and they can plan their own development with the company (Cardno, 2015, pp.117). By, encouraging communication and providing them all the opportunity for their growth will ensure best empowerment in the workplace. For example, the front leaders of Hyperlink InfoSystem follow delegating leadership style where the leaders completely trust their employees and gives them the power to make decisions of how the task will be done.        
Delegation 
Great leaders always create a motivated work environment where the employees are empowered to make their own decisions to complete a task successfully. The leaders understand how to empower their employees to complete tasks. But it's not only about getting the work done or understanding what to do to delegate duties effectively (Nicholls, 2015, pp.5). It is also about establishing an environment where employees are satisfied with the job and can claim ownership of it. These are the essential components of understanding how to properly distribute tasks.
[image: ]
Figure 5 - Delegating effectively; (Management Skills, 2020)
In an organisation like Hyperlink InfoSystem, the best practice of delegation is “Stewardship Delegation” which focuses on the outcome. By following the 5 aspects of Stewardship delegation, a company can boost up the efficiency level of the employees. 

Figure 6 - Stewardship Delegation; (Self-made)

Desired results – This delegation is concerned with outcomes rather than procedures. 
Guidelines – Guidelines are accurate ideas that are frequently summarized in the form of standardised processes.
Resources – Identify the available resources that can be used to achieve the goals.
Accountability – Accountability is essential for delegation of stewardship. People are set free and feel a sense of duty to do whatever is necessary to achieve the goals.
Consequences – Consequences might be expressed in terms of monetary or psychological incentives, such as recognition, admiration, advancement, new tasks, or new chances for training and growth (West, 2015, p.25).
By ensuring the best practice of delegation I can lead the employees toward their best performance in the organisation.
Conclusion 
To conclude, the overall assignment has addressed the three tasks and questions in relation to emergent leadership skills. Initially the leadership styles that could be demonstrated in a workplace environment, have been analysed with considerations of what situation such a style may be exhibited. The chosen organisation for this task was Hyperlink InfoSystem, for the purpose of showing which situations the type of leadership style was used by the leader of this organisation. The chosen leadership model for the next task was the situational leadership model. This model was analysed in respect to the impact it would have on the behaviour of individuals in the workplace. A personal view of abilities to perform leadership skills such as motivating, delegation, setting direction and empowerment was analysed. 
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Figure 5 - Situational Leadership Model; (Blanchard, 2012)
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Figure 6 - Connecting leadership style to development level; (Self-made)
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Figure 3: High performance model; (AH Raymondson, 2018).

Figure 4: Role design for motivation; (AH Raymondson, 2018).
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Figure 5 - Delegating effectively; (Management Skills, 2020)

Figure 6 - Stewardship Delegation; (Self-made)
Appendix D- Leadership style questionnaire
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