

EMERGENT LEADERSHIP SKILLS IN THE WORKPLACE PORTFOLIO PART 1 
BA Leadership and Management BMSW6101



Table of Contents
Academic Report	3
Introduction	3
Effective Leadership skills	3
Effective Leadership Skills	4
Communication skills	4
Self-Awareness Skills	5
Emotional Intelligence Skills	5
Effective Leadership styles	6
Kurt Lewin Leadership Styles	6
Autocratic Style	6
Six Leadership Styles by Daniel Goleman	7
Democratic Style	8
Laissez-faire Style	8
Tacking the barriers to leadership in the workplace	9
Autocratic Barriers	9
Democratic Barriers	10
Laissez-Faire Barriers	10
Ethical leadership	11
Ethical Leadership Traits	12
Dark Triad leadership styles	13
Conclusion	13
Reflection Report	13
What...	13
Emotional Checklist	14
Task Relationship Questionnaire	15
Conceptualizing Leadership Questionnaire	16
So, what…	17
Now what…	18
Appendix	19
Appendix 1	19
Effective leadership Skills	19
Appendix 2	19
Effective leadership styles	19
Appendix 3	20
Tackling the barriers to leadership in the workplace	20
Appendix 4	21
Ethical Leadership	21
Appendix 5	21
Dark Triad of Leadership	21
Delroy Paulus and Kevin Williams' Dark Triad of leadership	23
References	24



[bookmark: _Toc160651825]Academic Report
[bookmark: _Toc160651826]Introduction
This study aims to critically analyse effective leadership within the workplace. To achieve this, examinations of various aspects of leadership, include effective leadership styles and skills, overcoming workplace barriers to leadership, and observing ethical leadership. subsequently, drawing a conclusion based on the results found. Academics like (Pihie et al., 2011) and (Malik et al., 2016) have emphasized the significance of leadership within a company.
Whilst Pihie et al. (2011) contend that leadership is essential for a company's effectiveness, Malik et al. (2016) concur that leadership is vital for fostering positive change in addition to identifying methods to solve organizational challenges. They contend that to positively impact organizational success, leaders must match human resources to goals for the organization, functions, and external environment (Alade and Windapo, 2021).
[bookmark: _Toc160651827]Effective Leadership skills 
Towards the advantage of the organization that they serve, competent leaders combine a variety of competencies. Effective leaders possess various attributes which include rapid assessment, comprehension, prompt execution of actions; significant industry experience; self-management competencies; and effective execution of interpersonal and emotional intelligence competencies.
These qualities include conflict resolution, social intelligence, and an unwavering sense of reason, alongside maintaining strong communication abilities and establishing a diverse and inclusive workforce. Effective problem-solving, strategic planning, resource management, and vision development, and presentation encompass essential abilities. Additional skills and capabilities can be found in the diagram below. 

[bookmark: _Toc160651828]Effective Leadership Skills
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Figure 1: By Author 
[bookmark: _Toc160651829]Communication skills
Effective leaders require good communication skills to inspire and manage their teams efficiently (Kuscu and Arslan, 2016), (Cripe, Krisda Matmuang et al., 2022). According to Keefe et al., (2016), optimising effectiveness can be achieved through developing a concise communication strategy and defining responsibilities and objectives in advance. Organisational team's communication will be significantly enhanced due to the leaders' dedication, interpersonal skills, and cross-cultural interaction techniques (Lippert and Dulewicz, 2017). 
Successful team leaders require specialised knowledge and abilities to adapt to changing conditions making effective use of the teams with the goal to effectively oversee their project (Dumitrascu Baldau and Dumitrascu, 2017). According to Amirul and Daud, (2012), leadership effectiveness is the degree to which a leader's organization or group accomplishes tasks or achieves its objectives. 
Two-way communication, the responsibility of delegation, target growth and development, emphasizing the importance of recognition, developing, and preserving trust, and promoting versatility in decision-making processes. Establishing a meaningful identity for the company and facilitating the formation of emerging structures encompass several aspects of effective leadership of which (Antonakis et al., 2009) and (Dinh and Lord, 2012) identified. 
Companies employing dedicated workers may profit significantly through leader communication, which is widely recognized as an essential aspect of exceptional workforce inspiration and productivity (Levering, 1988; Robbins, 2001). (Mayfield and Mayfield, 2002)
Managerial communication is vital in inspiring and leading staff to operate at a rate that fulfills company goals. Given their authoritarian leadership styles, numerous leaders and managers fail, which widens the distance in communication with workers. Given their power, these figureheads cannot gain the respect and allegiance of their subordinates, who merely obey their directives. Consequently, it significantly increases the probability of turnover among workers and absenteeism (Ahmed et al., 2009).
[bookmark: _Toc160651830]Self-Awareness Skills
[bookmark: _Hlk160306218]Highly developed self-awareness abilities, for instance comprehending one's own assets and anticipating how other individuals will perceive them, are qualities of effective leaders. They possess the capacity to delve into individual self-awareness regarding their identity and assets. Through objective feedback, they additionally acquired an acute awareness of other individuals’ perceptions of them. Hall, (2004) highlights these aspects. It encompasses both the internal capability to acknowledge one's own emotions and external capacity to acknowledge the effect it has on other individuals. 
Self-awareness is the cornerstone of emotional intelligence, according to Goleman (1995). If leaders are not self-aware, they cannot demonstrate empathy for people (Richards, 2004). A "deep understanding of one's feelings, in addition to one's capabilities, weaknesses, one's principles and aspirations," according to Goleman et al. (2002), is crucial for the development of self-awareness. Self-awareness and emotional intelligence must be combined to demonstrate that one understands another individual, their requirements, including the particulars of a given circumstance (Goleman, 1995). Highly self-aware leaders can select the most optimal methods to collaborate with various individuals (Albrecht, 2009).
[bookmark: _Toc160651831]Emotional Intelligence Skills
An effective leader is competent in being able to remain attentive to inquiries and offer solutions (Abbas and Cross, 2019). According to Salovey and Mayer (1990), emotional intelligence is a set of skills relating to how successfully an individual manages their own and other people's emotions. Studies indicate that successful leaders' ability to manage their emotions may have an impact on how they respond to the requirements of others, inspire staff members, and ensure that they "feel" like they belong there (Goleman, 1998). 
Subsequently, the leaders' emotional and attitudinal dispositions have the greatest impacts on an organization's overall performance. This implies that the attitude and actions of the leader have a significant cascading effect on every worker. An antagonistic and merciless leader creates a toxic environment comprised of unmotivated underachievers who squander valuable opportunities; a welcoming and motivating leader generates followers who can conquer any obstacle (Momeni, 2009). 
The most important component in the performance chain is the company's financial health. Therefore, extremely intuitive leaders may establish atmospheres at work where gifted, courageous, emotionally invested, and dedicated employees operate to the highest of expectations (Momeni, 2009). Appendix 1 offers additional reading on effective leadership skills.
[bookmark: _Toc160651832]Effective Leadership styles
According to Anderson and Sun, (2017) the pattern of attitudes and behaviors that a leader exhibit is regarded as their leadership style. Successful leaders exhibit leadership philosophies and behaviors which resonate with their perceptions of human nature, the colleagues, and employees with whom they interact (Sharifi-Rad et al., 2017). However, Long, (2017) states that they could possess a leadership style that reflects the personality type that relates most naturally to them. Aspects pertaining to Lewin’s leadership styles can be found in the diagram below.
[bookmark: _Toc160651833]Kurt Lewin Leadership Styles
[image: A diagram of a leader

Description automatically generated]
Figure 2: By Author
[bookmark: _Toc160651834]Autocratic Style
The foundation of the autocratic leadership style is expertise, experience, and a comprehension of how organizations function. Consequently, leadership possesses enhanced strategy and planning that facilitate enhanced organizational performance (Jaafar et al., 2021). The leadership team makes decisions despite the input of their workers. 
Since the organization uses its power and prestige to execute operations, employee input is of little consideration, despite how the company could benefit from it. This type of leadership approach is effective when decisions require being reached promptly and with little warning. For instance, a product encounters difficulties in the market as a consequence of an economic downturn, necessitating prompt action. Here, the leader decides to reduce the workforce and cease production immediately (Jaafar et al., 2021).

Relationships between both parties may suffer when an autocratic leader makes decisions without considering how those decisions impact their subordinates. Gruneberg (1979) discovered a positive correlation between job fulfilment and performance. Dissatisfaction with the conduct of their leader is one of the primary factors why individuals leave a job (Mulki and Jaramillo, 2011; Mulki et al., 2006).  The diagram below adds further information on Goleman’s six styles of leadership.

[bookmark: _Toc160651835]Six Leadership Styles by Daniel Goleman
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Figure 3: By Author
[bookmark: _Toc160651836]Democratic Style
As depicted in the above diagram, Lewin and Lippitt (1938) contended that democratic leaders depended on collective decision-making, individual participation, genuine praise, and constructive criticism, alongside an inherent sense of fellowship. Democratic leaders prefer to make decisions concerning how an organization operates from the bottom upwards. Performance typically improves when senior leaders and employees represent various perspectives (Jaafar et al., 2021). 

When the organization's mission and goals are communicated openly, an employee may feel more a part of the collective. Following Brown's (2014) observations, leaders who demonstrate the capacity to inspire their team members to take initiative may establish an atmosphere where staff members are driven to accomplish their greatest potential. As indicated by Bubble et al. (2014), there is a direct correlation between a leader's style and the followers' increased motivation and performance. 

This demonstrates how stronger bonds between competent leaders and their staff may attain company goals (Jaafar et al., 2021). Democratic leaders are essentially egalitarian becoming frustrated with the considerable work required to reach a consensus on relatively mundane choices alongside the prolonged process of implementing regulations on a collective. which poses a significant risk of inadequate decision-making and execution failures. 

The primary weakness of the Democratic leadership is the fundamental presumption that all parties retain an equal degree of decision-making expertise and a mutually beneficial interest in the results. Seldom such is true. Whilst theoretically viable, democratic leadership is frequently entangled in a painfully slow procedure, with successful results usually necessitating a significant amount of effort (2018, Idoko).

[bookmark: _Toc160651837]Laissez-faire Style
"Laissez-faire" is French for "let them do." Concerning this, a laissez-faire leadership style is a non-interfering method of leadership whereby leaders have minimal, if any, regulatory obligations. "No leader presence" refers to a leadership approach known as laissez-faire (Lewin, Lippitt, and White, 1939). Under this method of leadership, subordinates make every decision while additionally exercising authority and control, according to Goodnight (2011). To approach and achieve the company's objectives, the employees establish their objectives and strategies (Lacin, 2020).

Therefore, termed a laissez-faire leadership style when a subordinate is granted complete autonomy. Irrespective of the contemporary workplace environments, a laissez-faire leadership style is unsuitable for every worker and certainly for all companies. However, prosperous businesses that employ participative management techniques appear to employ genuine laissez-faire models in contemporary economics (Lacin, 2020). Appendix 2 offers additional reading on effective leadership styles.
[bookmark: _Toc160651838]Tacking the barriers to leadership in the workplace
[bookmark: _Toc160651839] Autocratic Barriers
While autocratic leadership provides advantages, there are many situations wherein it can prove detrimental. Leaders who misuse an authoritarian style of leadership are often perceived as dictatorial, overbearing, and oppressive, according to Cherry and Susman (2023). Employees can become resentful of their behaviour. Workers commonly feel powerless in influencing how operations are executed.

This may prove especially harmful whenever experienced and competent team members realize that their contributions and expertise are being disregarded or undervalued (Thomas University, 2014). Since autocratic leaders make decisions without consulting the team, members may feel excluded from sharing inventive concepts. Furthermore, research demonstrates that autocratic leadership frequently results in an absence of inventive solutions to problems, which could hinder the effectiveness of the team. Team morale can occasionally deteriorate under authoritarian leadership (Cherry and Susman, 2023). 
Cherry and Susman (2023) indicate that individuals generally perform more effectively and exhibit greater optimism when they believe they are contributing to the advancements of their organization's future. Followers of autocratic leaders frequently feel restricted and dissatisfied since these leaders typically exclude participants from contributing. Subordinates must feel free to convey their opinions, irrespective of whether leaders fail to listen to them or change their opinions. 
Leaders must make sure that expectations are clarified precisely to ensure everyone on the team is cognizant of them when requiring team members to abide by them. Managers must confirm that subordinates truly possess the expertise and abilities necessary to complete the responsibilities assigned to them once they are aware of the rules. To close the gap in expertise, supervision, and training must be put in place should they require any additional assistance (Cherry and Susman, 2023). Members of a team who receive no praise for their accomplishments and only criticism for their errors may easily become demotivated. 
Leaders who value accomplishment over calling attention to errors observe that team members positively accept correction. Whenever a team leader is the most experienced person or possesses information accessibility which other members do not, they may execute an autocratic style with positive effect. According to Cherry and Susman (2023), particular environments are usually conducive to the most successful applications of autocratic leadership. Increasing team efficiency generally involves integrating this approach with additional methods either transformational or democratic approaches (Cherry and Susman, 2023). 
[bookmark: _Toc160651840]Democratic Barriers
Within a democratic framework, decision-making is decentralized, and exceptional performance is appreciated and rewarded (Puni et al., 2014). However, Nwochoka and Iheriohanma (2015) indicate there exists a possibility that employees' or subordinates' participation could lead to subordinates making errors in judgment. Occasionally team members are deficient in the expertise or comprehension required to effectively participate in the decision-making process. 

Additionally, staff members may feel their views and perspectives are ignored under Democratic leadership (Cherry and Susman, 2023). This could be detrimental to the company increasing the probability of staff turnover, assert Nwochoka and Iheriohanma (2015). While democratic leadership appears optimal in principle, it is often hampered by a protracted decision-making process that ensures that even practically attainable results require significant time and energy engagement.

A government or organization cannot be considered truly democratic unless all information is disclosed, asserts Ngozi Amanchukwu et al. (2015). Employing democratic leadership approaches may also pose additional risks since, under particular circumstances, it can provide security issues. Democratic leadership succeeds provided team members are competent and motivated to contribute their expertise. Providing everyone sufficient time for consideration, devising a strategy, and presenting their recommendations for the most optimal course of action is extremely crucial.
[bookmark: _Toc160651841]Laissez-Faire Barriers
As the laissez-faire approach relies significantly on team competencies, it is particularly ineffective when workers absence of capabilities or expertise essential to accomplish duties or make decisions. It can result in low productivity and reduced job fulfilment (Mohammed Al-Malki, and Wang Juan, 2018). A laissez-faire approach can occasionally result in undefined positions within the team, according to Vullinghs et al. (2018). Since they receive inadequate guidance, team members might be uncertain of their responsibilities and where to invest their time.

When laissez-faire leaders are viewed as disinterested and passive, there may be an absence of cohesiveness among the team. Members occasionally notice when the leader neglects to participate in the work and demonstrates little enthusiasm for it (Cherry and Susman, 2023). To escape accountability for their team's shortcomings, particular leaders adopt this approach. If team members fail to attain their targets, the team leader can place culpability for poor execution or inadequate performance. 

While team members acquire more expertise, they can revert towards a more delegative approach Cherry and Susman, (2023) states a delegative leader could be successful, for instance, in the field of product design. Team members probably do not require much direct management given they are highly creative and well-trained. However, an adept leader can achieve exceptional results with little supervision and direction. 
In addition to ensuring that team members possess the competencies and expertise essential for completing their responsibilities, leaders ought to continually monitor team performance, provide constructive criticism, and develop incentives to enhance and sustain inspiration. Danae F. Sfantou et al. (2017) state that leaders may discover they need to concentrate on applying an authoritarian or democratic stance when the team requires additional supervision or guidance. Through examining their particular approaches, leaders may refine their abilities to become stronger leaders. Appendix 3 offers additional reading on barriers of leadership.
[bookmark: _Toc160651842]Ethical leadership
[bookmark: _Hlk159964480]Ethics must constitute a company's core principles. Leadership must never undervalue their responsibility of establishing a moral example for those they supervise. Government ethics codes alongside ethics education programs will not be effective if senior leadership fails to behave morally themselves. In the opinion of Brown and Mitchell, (2010), leaders serve a crucial role when assessing the success of company objectives and in establishing the standard for employee conduct, encompassing promotions, evaluations of performances, and initiatives. The diagram below displays further information on aspects of ethical leadership traits.
[bookmark: _Toc160651843]Ethical Leadership Traits 
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Figure 4: By Author

[bookmark: _Hlk159328791]Corporate leaders must set the tone for the organization, exhibit the conduct expected of them, while inspiring employees to follow suit. Leaders must serve as an example for the entire workforce (Moronke Bello, 2012). Negative corporate executive instances of unethical conduct serve as a "cancer" impacting ethical behaviour throughout companies (Fisher and Lovell, 2003). 
A leader of integrity is sincere, prudent, and deeply committed to particular issues which warrant serious consideration. According to studies on business leaders' ethical leadership (Trevino, Brown, and Hartman, 2003), ethical leaders are perceived as open, receptive while additionally embodying the fundamental attributes of trustworthiness, integrity, and credibility. Transactional leader behaviours consisting of establishing moral guidelines and disciplining subordinates responsible for unethical conduct are instances of ethical leadership.
Task responsiveness, intrinsic motivation, workforce readiness for raising concerns, and positive effects on employee performance (Resick et al., 2011; Piccolo et al., 2010) are all indicative of ethical leadership (Brown et al., 2005). Leading with a strong ethical commitment can impact the "project value" and "independence" of the work characteristic model, and especially motivate staff to exert themselves more effectively towards achieving their objectives (Piccolo et al., 2010). According to Moronke Bello, (2012) staff members may significantly appreciate upper management once having confidence that their leader possesses a strong moral reputation, moreover, that ethics is an important priority within the company. Appendix 4 offers additional reading on ethical leadership.
[bookmark: _Toc160651844][bookmark: _Hlk160376274]Dark Triad leadership styles
Participants in the Dark Triad Leadership are reported by Boddy (2009) and Ekİzler (2020) to be dishonest, unethical, manipulative, and involved in white-collar criminal activities. Their avaricious thirst for power fuels them. White-collar criminal activities detrimental to working environments include financial deception, fraud, and corruption.
 Appendix 5 offers additional reading on the dark triad leadership styles.
[bookmark: _Toc160651845]Conclusion
Strong ethics and high employee morale are prerequisites for leaders who want to maintain the productivity of a changing workplace environment while additionally positively affecting employee morale and efficiency. Furthermore, to ensure effective leadership, leaders have to follow the frameworks of the Lewin and Goleman leadership models while continuously refining their abilities and attributes within them.

[bookmark: _Toc160651846]

Reflection Report

The given reflection report adheres to the Driscoll framework, as established by Driscoll and Borton, (1994).
[bookmark: _Toc160651847]What...
[bookmark: _Hlk160370516]During my time at The University of Wales Trinity Saint David (UWTSD), (Uwtsd, 2024) whilst studying the emergent leadership module, the exploration caused me to become more conscious of the importance of the various strategies for effective leadership inside an organization. I have come to appreciate how crucial leaders are in evaluating employee performance, establishing standards for behaviour, and determining whether organizational goals have been achieved (Antonakis et al., 2009; Dinh and Lord, 2012). 

Additionally, I acknowledge the significance of moral leadership in forging a solid moral and ethical foundation, that can positively impact employees within a company (Antonakis et al., 2009) and (Dinh and Lord, 2012). We were all required to complete an emotional intelligence checklist, a task relationship questionnaire, and a conceptualizing leadership questionnaire during various academic sessions of this module to determine our capacities for emotional intelligence, concept of leadership, and task relationship. The findings from all of these can be found in the images below.

[bookmark: _Toc160651848]Emotional Checklist
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Figure 5: By (Uwtsd, 2024) and Author

[bookmark: _Toc160651849]Task Relationship Questionnaire 
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[bookmark: _Hlk160401482]Figure 6: By (Uwtsd, 2024) and Author

[bookmark: _Toc160651850]Conceptualizing Leadership Questionnaire 
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Figure 7: By (Uwtsd, 2024) and Author

Completing these questionnaires enabled me to view my comprehension and perceptions of leadership with the knowledge I am acquiring as a result of studying and developing these aptitudes and abilities. I am conscious of the difficulties that leaders may encounter when leading an organization. In particular, when an authoritarian approach to leadership is misused, the result is discontentment among the workforce since the leader becomes dictatorial, controlling, and oppressive (Cherry and Susman, 2023). 

However, I recognize that this strategy could prove more effective when combined with additional techniques, particularly transformational or democratic practices. Furthermore, I am conscious of how democratic decision-making is distributed including how critical it is to acknowledge the skills and expertise of employees which are essential to an effective contribution within a democratic framework (Cherry and Susman, 2023).

Studying this module enabled me to become instantly aware of the dark leadership triad when I watched the Royal Mail Horizon scandal and the catastrophic impact that it had on the lives of the employees involved (Lawson, 2023), (Kollewe, 2023). To understand the devastating effects of dark leadership in any organizational environment, I researched further into this area of leadership. Identifying dark leadership early on and putting an abrupt stop to it is crucial (Boddy, 2011, 2015; Margalit, 2022). 

[bookmark: _Hlk160313122][bookmark: _Hlk160398724]My analysis of the various leadership philosophies and qualities essential to effectively leading a dynamic, constantly developing company has led to an expansion of my present position of growth and development derived from the emergent leadership module. To effectively assist employee morale and efficiency within an organizational environment, I additionally recognize what a vital asset it is to develop high levels of self-awareness, strong emotional intelligence, and effective interpersonal abilities (Hall, 2004), (Danae F. Sfantou et al., 2017).

During my time at UWTSD, (Uwtsd, 2024) I additionally had an opportunity to observe these attributes through observing various lecturers' interactions when assisting their students. Furthermore, career advisors, program managers, the UWTSD (Uwtsd, 2024) assessments team, and other faculty members working within the UWTSD's (Uwtsd, 2024) various departments have all demonstrated varying styles of leadership attributes within their interactions with students, including myself, regarding different aspects of my journey.

I am cognizant of how critical it is that I continue to cultivate these attributes and grow. According to analysis, strengthening these qualities is essential for developing into a powerful leader (Sharifi-Rad et al., 2017), (Danae F. Sfantou et al., 2017). I am aware that for me to achieve positive results, I must constantly enhance and broaden my diverse set of leadership abilities.
[bookmark: _Toc160651851]So, what… 
Studying this module has been enjoyable for me as it has strengthened my understanding of leadership and given me more confidence, especially since I have not worked for a while now. 
Furthermore, while studying alongside my fellow classmates during multiple lectures, within classroom discussions regarding the various aspects of leadership abilities and traits, gaining an understanding of people’s perspectives of leadership for instance, whether someone can be a born leader or develop these characteristics, was particularly interesting hearing varying viewpoints that were not always correlating with my opinion of these both being feasible. 
However, these diverse classroom discussions, gave me great insight into other individual’s thought processes, including the style of leadership we all viewed ourselves to have, in comparison to what the results of questionnaires we all completed indicated. I found that these discussions actually brought us closer as a group, as we would continue them after the lecture was over, which created an open environment to hear that even though my fellow colleagues who many work, have their own business or are self-employed, also encountered the same insecurities I was experiencing. 
This brought me a form of comfort and ease during times when doubting the levels of my capabilities and comprehension of our studies. Collectively we have worked as a team supporting, encouraging, and assisting each other on our academic journey. The personal development that I have gained from studying this module has empowered me and afforded me the skills and knowledge that enable me to impart in my professional, personal, and family life. 
[bookmark: _Toc160651852]Now what…
I believe these skills and abilities I have gained through this module will be beneficial to me in my future endeavours. However, I intend on continuing with my studies to further expand my knowledge base and develop my skill set and abilities as I believe this will assist me in becoming an asset to an organisation, should I apply these attributes.
For instance, I can identify certain traits that I already possess and can apply Lewin's democratic, autocratic, and laissez-faire leadership styles to a variety of circumstances and environments in both my personal and professional life.
I found this encouraging which assisted in building my confidence given I have been out of work for some years, so my appreciation for the various leadership styles active in the workforce is not on the same parity as my fellow associates at UWTSD (Uwtsd, 2024). Furthermore, I recognize by combining Lewin’s different methods of leadership and applying them within various scenarios and settings can prove to be more effective. 
I additionally was able to experience this during my time at university by observing various lecturers and their methods of leadership when assisting and supporting students. Furthermore, from their interactions with these students, including myself, concerning all aspects of my academic journey, program managers and other faculty members working within the university's various departments have all demonstrated varying styles of leadership attributes.
[bookmark: _Toc160651853]Appendix 
[bookmark: _Toc160651854]Appendix 1
[bookmark: _Toc160651855]Effective leadership Skills
Communication 
Determination, selflessness, and motivation are behavioral characteristics of effective leaders within organizations. These leaders have the power to draw attention to themselves (Cote, 2017). Additionally, these leaders enable those who follow to recognize their unique capability. Furthermore, effective leaders exhibit solid discernment and a unique ability to identify talent that is tailored to the demands of both the scenario and the organization (Cote, 2017).
Self-Awareness
Showry and Manasa, (2014) state, that according to a poll conducted among 75 members of Stanford Graduate School's Business Advisory Council, deems one of the most vital components of leadership skills that indicates leadership effectiveness and success as a leader is self-awareness. Implying that self-awareness is a far more significant contributor to effective leadership compared with IQ and technical competencies. It suggests having the capacity to accurately assess one's personality and comprehend how other individuals view oneself is a crucial quality that all great leaders try diligently to acquire to grow into effective leaders (Showry and Manasa, 2014). 
Emotional Intelligence 
According to several studies (Cooper and Sawaf, 1997) and (Goleman,1998), emotional intelligence along with the comprehension of emotions constitute two of the attributes that effective modern leaders are required to possess. This leads to the conclusion that effective leaders must be adept at the way they respond to workloads, discipline, pressure, objectives communication, inventiveness, and subordinates' performances (Antonakis et al., 2009) and (Dinh and Lord, 2012). 
[bookmark: _Toc160651856]Appendix 2
[bookmark: _Toc160651857]Effective leadership styles
Autocratic Style
Before holding two terms as President of the United States, Eisenhower served as the Supreme Commander of NATO. His military service occurred during World War II, a crucial period in world history. Given the military generally employs autocratic leadership styles, it was anticipated that he would execute the same method. Except Eisenhower understood to be successful, his staff was required to get actively involved. He consulted numerous reliable advisors and included many individuals in the process of making decisions (Lindberg, 2023).
Democratic Style
Known for being a democratic and participatory leader, Muhtar Kent is the CEO of Coca-Cola. He is generally inclined to consult individuals before arriving at an important decision or establishing projected outcomes. Reflecting his dedication to diversity, Kent exhibits a receptive approach (Jeyanthi, 2019). 
Good leadership allows others to see issues from their perspectives, which promotes inventiveness, improves strategy and planning for competitive advantage within the market. Consequently, the worker must be active in deliberate participation to guarantee that their work is finished within the time frame which contributes towards enhanced productivity (Jaafar et al., 2021). An employee may feel appreciated and valuable in an organization under a democratic leadership style. 
[bookmark: _Hlk160377143]Laissez-Faire Style
Those in management who adopt a laissez-faire leadership style take a daring pledge to have complete confidence in their employees and their ability to succeed. (Lacin, 2020). Theodore Roosevelt, Queen Victoria, Warren Buffett, and Andrew Mellon are a few of the most well-known and accomplished proponents of laissez-faire leadership (Carter, 2024). 
A laissez-faire leadership style fails to provide a single, distinct approach to accomplishing group goals, as Bhatti et al. (2012) points out. Creating pathways to novel perspectives is feasible considering that initially, it may appear highly disorganized. Neither the "norms" nor predefined "thresholds" constrain workers. It is apparent that the laissez-faire style certainly lives up to its name in this instance. 
[bookmark: _Toc160651858]Appendix 3
[bookmark: _Toc160651859]Tackling the barriers to leadership in the workplace
Autocratic Barriers
Under emergency circumstances involving an identical workforce and a sage equitable leader possessing a solid grasp of their subordinates, autocratic leadership may prove beneficial (Armstrong, 2012). However, there are situations where exercising dictatorship makes sense. According to Bhargavi and Yaseen (2016), it is crucial in situations where the organization is confronted with an emergency or a critical problem that necessitates swift action. 
In response to the leaders of Royal Mail exhibiting the adverse traits of autocratic leadership, employees-initiated protests in response to Royal Mail imposing unapproved changes to work procedures at its branches throughout the entire country. Long-running disagreements over wages, working conditions and the disregard for the health and safety of its employees damaged the relationship between Royal Mail leaders and their staff members (Lawson, 2023) and (Kollewe, 2023). 
Laissez-Faire Barriers
According to Vullinghs et al., (2018) in the most severe circumstances, laissez-faire leadership resembles inactivity or even a direct rejection of actual leadership. In these instances, the leaders demonstrate no attempt to engage the team, acknowledge the contributions of participants, or attempt to motivate members. According to Cherry and Susman, ( 2023) leaders must be actively involved if team members are not familiar with the procedures or operations. 
[bookmark: _Toc160651860]Appendix 4
[bookmark: _Toc160651861]Ethical Leadership
Workers tend to pick up on the impression that leaders are callous and ruthless in their business dealings and interactions (Crane and Matten, 2004). Furthermore, according to Moronke Bello, (2012) bribery, corruption, facilitation payments, and discrimination are just a few of the characteristics that define unethical corporate bodies. If these unethical practices fail to be addressed adequately, employee performance will likely suffer as a consequence. Therefore, managing ethical issues globally requires immediate intervention. An Effective leader can maintain their moral principles and objectives through challenging times.
According to O'Connell and Bligh, (2009), unethical leadership is defined by a leader's inability to adhere to rules, accept accountability for unethical actions, and prevent even a hint of unethical conduct. Trust and commitment from staff members are two critical factors that are essential to the ethical leadership task of enhancing employee effectiveness at work. In the opinion of certain academics (Hosmer, 1994), strong ethics provide advantages to a company since they establish beneficial environmental effects including dedication and trust amongst every stakeholder, which subsequently guarantees the sustainable prosperity of organisations.
[bookmark: _Toc160651862]Appendix 5
[bookmark: _Toc160651863]Dark Triad of Leadership
Dark Triad Styles
Boddy, (2009) and Ekİzler, (2020) contend that participants of the Dark Triad Leadership engage in dishonest, unethical, and manipulating practices including white-collar criminal activities. Their motivations are a greedy desire for power. Monetary deceptions, fraudulent activity, and corruption are examples of white-collar criminal activities detrimental to working environments.
Narcissistic leaders 
Takala, (2010) expounded on to characterize narcissistic managers within his studies, asserting they have a skewed self-image, a desire for status, dramatics, and dominance, moreover, they get gratification from controlling people. These leaders typically excel owing to their charming qualities, nevertheless, their narcissistic tendencies produce a catastrophic impact on the workforce, the company, and the leader (McMurray, 2023).
Their grandiose mindset, intolerance for critique, absence of empathy, reluctance for compromise, and seclusion from supporters all factor in their ineptitude in leadership.

Their accomplishments are evident. Some leaders become arrogant and condescending when hearing compliments about how great they may be. Among the most significant liabilities to organizations, as identified by Freidman and Fireworks, (2021), is their conceit belief they are adept and therefore there is nothing further to learn, as stated by McCall, Morgan W, Jr and Lombardo, Michael M, (1990).
The core characteristics of a narcissist, according to Özsoy, (2018), include arrogance, a desire to compete for power, the ability to exert authority over people, superficiality during interpersonal interactions, excessive aggression in retaliation for critique, or envy. Friedman and Firework, (2021) and Boddy, (2010) additionally contend that their main interests are in gaining the esteem and reverence of everyone around them through showcasing their skills and brilliance. Their self-centred nature leads to managerial and decision-making processes that do not serve the greatest objectives of their company due to their absence of empathetic thinking and ethical standards, alongside the desire to exercise complete power.
Machiavellian Leaders
Machiavellianism (Mach) fails to include the qualities of traditional leadership, which include trust, integrity, and respect. Wilson et al., (1996) and Den Hartog and Belschak, (2012) additionally stated it as “a strategy of social conduct that involves manipulating others for personal gain” (p. 295). Research conducted by Boddy, (2010),Triantoro et al. (2019), and Özsoy (2018), Mach’s are particularly inclined to engage in deception, fraud, theft, subverting, and various additional fraudulent activities to acquire authority. 

In contrast to other strategies that use power to persuade others to complete tasks or achieve goals, Machiavellian leaders are driven to gain and exploit their authority to achieve their desires (Cote, 2018).
Machiavellian leaders, according to (Kessler et al., 2010), possess the propensity to be less successful at leading, participating in unethical conduct which place companies at threat, and achieve success at all costs.

Involving everyone within society as well, including staff, management, members of the family, educators, colleagues, and students. Mach’s are detrimental, particularly within the corporate or organizational environments. Their aberrant behaviour begins to work against the company, placing Mach's interests ahead of the organization's. Business leaders must recognize and acknowledge Mach’s promptly to effectively deal with their conduct before it escalates beyond their control. Aspects pertaining to Paulus and Williams’ dark triad of leadership styles can be found in the diagram below. 
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Figure 10: By Author
Corporate Psychopaths 
In line with Özsoy, (2018) and Babiak and O'Toole, (2012), psychopaths are incapable of expressing compassion, empathy, or other emotions and are devoid of moral conscience and emotions. They act superficially with people and are impulsive, belligerent, egotistic, and without remorse. (Boddy, 2011, 2017). A corporate psychopath can cause catastrophic damage to a company. The rationalization could potentially be a consequence of a brain injury or physical abnormality. The brain region responsible for producing anxiety and emotions is referred to as the amygdala, which facilitates the process of information. Once the brain is harmed, it becomes more difficult for the brain to process information, which leads to inappropriate social conduct.

Psychopaths frequently defraud companies without thinking twice about the consequences to the company. These corporate psychopaths are just psychopaths in the sense that it was previously identified, however, they behave differently in both personal and professional contexts. According to Boddy, (2017), such individuals were formerly referred to as Corporate Psychopaths, Organisational Sociopaths, Organisational Psychopaths, and Industrial Psychopaths. They typically used their depravity as an excuse for manipulating people to achieve what they desired. 

Corporate psychopaths ignore the requirements of individuals as well as the company, cultivating an environment of mistrust, deceit, and forced supremacy which frequently results in fraudulent activity (Boddy, 2009, 2011). Babiak and O'Toole (2012) assert that corporate psychopaths additionally apply the mask of psychopathic falsehood to control individuals. Boddy, (2011) emphasizes that their deficiency in managerial abilities inhibits performance and adversely impacts the efficacy of the company.
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Effective Leadership Skills

«  Agility (To evaluate, comprehend, and

execute prompt action)
¢ Industry Expertise
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¢ Managing Yourself
¢ Managing Your Behavior
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Kurt Lewin Leadership Styles
Managers adopting the Authoritarian approach

to leadership are empowered to make decisions

without requesting approval from other

Authoritarian individuals. Similarly, an organization that adopts
Everyone on the team or staff an autocratic leadership style performs so since
members has an equal voice in Leadership only a select group of individuals are granted the

decision-making under the power to make decisions (Lewin, 1994).

democratic leadership style.

Feedback from employees on the The team members exercise

recruiting of new staff members is unsupervised leadership when

also obtained during this process Participative Laissez-Faire making decisions. The term "zero

(Lewin, 1994). However, leaders leadership" has additionally been

within the company continue to Leadership Leadership used. Despite Laissez-Faire being

determine the ultimate decisions. ordinarily counterproductive for
productivity, this technique works
effectively in exceptionally
competent and driven teams

(Lewin, 1994).
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Six Leadership Styles By Daniel Goleman COMMANDING LEADERSHIP

This type of leadership, additionally referred to by the term's

directive or coercive, focuses on giving instructions to others on what

AFFILIATIVE LEADERSHIP
is required to be performed and when. (It is crucial to remain mindful

Strengthening relationships with individuals X .

when employing this style).
whilst working towards the success of the
team; prioritizing harmony before COACHING LEADERSHIP
achievements. Coaching staff members will assist them

grow as people as well as professionals.

DEMOCRATIC LEADERSHIP
This approach, which is additionally referred
to as participatory leadership, promotes VISIONARY LEADERSHIP
establishing agreement and cooperating Centered around encouraging and motivating
through communication. individuals to dedicate themselves towards a

lasting goal.

According to the current circumstances, every one of these PACESETTING LEADERSHIP

techniques whenever possible can be applied. Emphasis on achieving goals and performance. Leaders set an example
for other individuals to emulate. Outstanding results are essential. (It is

imperative to maintain mindfulness when applying this technique).
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Ethical Leadership Traits PRACTISING PREACHER

* Proactive and Explicit Communication

Ethics and Integrity High on Agenda

Teaching and Mentoring

SOCIAL BUILDER
+ personal Relationships

MORAL MOTIVATOR + shared Decision-making

* Loyalty, Care and Support
* Role Modelling Ethics oyalty, Care and Suppor
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* Leader Authenticity

SAFE HAVEN CREATOR
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+ Approachability and Openness
* Clarity About Norms

* Allowing Room for Mistakes
* Honest Feed Back

+  safety of Reporting
+ sanctions for Integrity Violations
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Emotional Intelligence Checklist

Question Response
Yes No
‘Are you able to read other individuals' feelings,
behaviours?
Yes
‘Are you able to look beyond the behaviour to
recognize hidden motivations or agendas? v
‘Are you able to receive criticism from others
without taking it personally? Yes
‘Are you able to give criticism without making it
personal?
Yes
When you experience strong emotions (fear or | Yes No
anger):
a) Do you behave and speak appropriately? |
b) Are you able to stay on task? .
) Are you able to "have a good rest of the
day”
ay Yes
d) Are you able to separate the cause of the
©emotion (another person) from the
emotion?
Yes

€) Do you later reflect on the situation that
lead to the emotion?

Yes
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APPLICATION

(Continued)

16 Emphasize
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unique. 5
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the group.

15, Followrules 1 2 3 4 5
and regulations 5
clossly.

20. Expross positive 1 2 3 n 5
feslings toward
others inthe 5
aroup.

Scoring
1. Sum scores for the odd-numbered statements (task score).

2. Sum scores for the even-numbered statements (relationship score).
Total Scores

Task score: 23

Relationship score:

Scoring Interpretation

‘This questionnaire is designed to measure your task-oriented and relationship-oriented leadership
‘behavior. By comparing your scores, you can determine which style is more dominant in your own
style of leadership. If your task score is higher than your relationship score, you tend to give more
attention to goal accomplishment and somewhat less attention to people-related matters. If your
relationship score is higher than your task score, your primary concern tends to be dealing with peo-
ple, and your secondary concern is directed more toward tasks. Ifyour scores are very similar to each.
other, it suggests that your leadership is balanced and includes an equal amount of both behaviors.

1 your score is 40-50, you ar i the high range.
1 your score is 31-39, you ae i the moderately high range.
1 your score is 21-30, you are i the low range.

1 your score is 10-20, you ar i the very low range
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2. Leadership s about how 5
ders work with people to

accomplish goals. 5

5

5

2. Effective leadership s best 1 2 3 4
explained by the leader—
follower elationship.

24, Leaders nfluence and are 1 2 3 4
influenced by followers.

e

Scoring
1. Sum scores onitems 1,7, 13, and 19 (it emphasis)

2. Sum scores on items 2,8, 14, and 20 (ability emphasis)

3 Sum scores on items 3,9, 15, and 21 (skill emphasis)

4 Sum scores on items 4,10, 16,and 22 (oehavior emphasis)

5. Sum scores onitems 5, 11,17, and 23 (rlationship emphasis)
6. Sum scores on items 6, 12,18, and 24 (process emphasis)

Scoring Interpretation

‘The scores you received on this questionnaire provide information about how you define and view
leadership. The emphasis you give to the various dimensions of leadership has implications for how
you approach the leadership process. For example,if your highest score is for trait emphasis, it sug-
‘gests that you emphasize the role of the leader and the leader’s special gifts in the leadership process.
However,if your highest score is for relationship emphasis, it indicates that you think leadership is
centered on the communication between leaders and followers, rather tha on the unique qualities
of the leader. By comparing your scores, you can gain an understanding of the aspects of leadership
that you find most important and least important. The way you think about leadership willinfluence
how you practice leadership.
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Dark Triad of Leadership

Machiavellian leaders are
shrewd, manipulative,

and driven by their thirst for

dominance and personal gain.

NARCISSISM Narcissistic leaders tend to be conceited,

Dominance, Grandiosity, Arrogance,

entitled, especially egoistic, and typically

Superiority, Sense of Entitlement, exhibit an excessive amount of self-

Exhibitionism, Authority, Self- worth.
admiration, Exploitation, Arrogance,
Self-sufficiency, Vanity, Pursuit of
Attention and Sensations, Sensitivity to

Criticism

MACHIAVELLIANISM PSYCHOPATHY

Absence of Principles, Tactics, kel ity;

. . I bility, Abs f Guilt
Strategy, Strategic Calculation, e
. and Remorse, Oriented Towards

Low Ethical and Moral
the Present, Low Empathy, Lack

Standards, Amorality,
of Conscience, Intelligence, Anti-

Reputation, Orientation " »
sociability, Vulnerability, Charm

lowards the Future, Flexibility, e S e,

N Cynicism Aggressivity, Imprudence

In addition to their adverse
characteristics and practices,
psychopathic leaders
demonstrate impulsivity,
manipulativeness, and deceitful
behavior. Furthermore, they
have an absence of empathy or

contrition.




