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[bookmark: _Toc171173874]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.
[bookmark: _Toc171173875][bookmark: _Hlk170321162]Adair model  
John Adair is recognised as the leading authority on leadership and leadership development in businesses in the UK. He is primarily renowned for his Action-Centred Leadership model, which consists of three circles. Adair is adamant that qualities have no bearing on leadership; rather, it is a transferable ability that can be learned. Adair's books have been crucial in dispelling the "Great Man" notions of leadership, and his ideas are still in demand since they are applicable to managers in all settings and are practical. This straightforward and useful approach is based on the metaphor of three overlapping circles. These stand for the assignment, the group, and the person. Adair's theory of leadership is composed of interdependent areas. No component can be used alone. You must recognise the advantages and disadvantages of each team member if you want to manage your team effectively.
The model appears to be resilient, maybe because it serves as the foundation for explaining the actions that leaders must take, regardless of their workplace, to be effective: 
1. Task	
2. Team
3. Individual 
Three needs: task, team, and individual: According to Adair's concept, people look on their leaders to assist them in completing shared tasks, fostering a culture of teamwork, and attending to the needs of individuals. 
The task requires work groups or organisations to be implemented because one individual cannot complete it on their own. This could be reaching a less defined goal or finishing a really useful task. We are aware that productive teams have members who all share clear objectives. A lot of the time, the task is what initially unites the team.
To guarantee that the team operates effectively, group cohesiveness must be continuously promoted and maintained. The team operates under the tenet that "divided we fall, divided we stand." In addition to the psychological wants of recognition, achievement, and purpose, as well as the need for reciprocation from coworkers, an individual's physical needs include a paycheck. It's likely that teamwork towards the common goal will be necessary for the task to be completed. As such, the team itself needs to be thought of as an individual.
 Defining the task both individuals and groups must reduce the task to a specific, SMART (specific, measurable, achievable, realistic, and time-constrained) aim. Every member of the team retains their individual identity even when the team takes on a new identity. If their drive to complete the task and their loyalty to the team are to be maintained, then their basic needs as individuals must be satisfied.
The needs of the three components must be balanced by the leader. The person who maintains all three in check is an excellent leader. The other elements are unlikely to succeed if anyone is neglected. The three components might come into conflict with one another at the same moment. For instance, restrictions on resources and time frequently contribute to increased pressure on a team to focus on the work at hand, potentially to the harm of all parties involved. Much of the work put into the task at hand may be lost if team and individual requirements are overlooked. 
In the same way, if the team takes its time fostering a positive team dynamic without putting in effort, they'll probably lose concentration and perform poorly.


Planning calls for the exploration of options, which is best accomplished in a cooperative, upbeat, and imaginative manner with others. Plans need to be tested and contingencies need to be anticipated. Briefing it is believed that team briefing is a fundamental leadership task that is necessary to establish the proper environment, encourage collaboration, and inspire each member. Controlling according to Adair, great leaders use the fewest resources possible to achieve the greatest number of results. To accomplish this, leaders require excellent delegation and monitoring techniques, strong control mechanisms, and self-discipline. Evaluating effective leaders can determine the effects, measuring team performance, evaluating individual performance, and making judgements about others. 
Effective Motivation, Adair identifies six guidelines for inspiring others: be inspired yourself; choose highly motivated individuals; set reasonable yet difficult goals; keep in mind that progress inspires; offer just rewards; and offer acknowledgment. 
Organising effective leaders must be able to arrange the organisation (including its structures and procedures), their team, and themselves. To achieve results, leading change necessitates having a clear goal and efficient organisation. Leading by example team members and individuals alike need to look up to leaders. 
Setting a good example is important because people notice terrible examples more than good ones. (Adair, 2018)

Adair's theories on human motivation are consistent with those of the traditional motivational theorists, including Maslow, McGregor, and Herzberg. Here below are their theories.

[bookmark: _Toc171173876]Maslow
Maslow believed that by using his leadership theory that staff will probably fully contribute possible if you use Maslow's Hierarchy of wants to inspire them and meet their wants. This will frequently happen without the need for constant bribery. (Channell, Maslow’s Hierarchy Of Needs, 2023) Maslow support this by saying. “A person who is lacking food, safety, love, and esteem would most probably hunger for food more strongly than for anything else “. (Maslow, 2011).
[bookmark: _Toc171173877]McGregor
According to McGregor, fundamental ideas held by managers have a significant impact on how organizations are managed. At the heart of this are the presumptions made by managers regarding employee behaviour. According to McGregor, these presumptions can be divided into two major groups: Theory X and Theory Y. (motivation, Douglas McGregor, edited by Warren Bennis and Edgar H Shein). Theory X - tight, strict supervision, well-defined tasks, and the prospect of punishment or increased compensation as incentives are necessary for a Theory X management style. When a manager operates under these presumptions, they will impose authoritarian controls, which might cause their subordinates to become distrustful and resentful. (McGraw-Hill, 1960) On the other side, Theory Y's approach to management is more people-centred and values everyone. According to Theory Y, employees have the potential to grow to their full potential and contribute significantly to their companies when provided with the correct environment. (Dartey-Baah, 2009).
[bookmark: _Toc171173878]Herzberg
Herzberg conducted a series of studies in an effort to identify the elements in work environments that contribute to satisfaction or dissatisfaction. He was influenced by Maslow's hierarchy of needs and came to the conclusion that satisfaction and dissatisfaction could not be reliably measured on the same continuum. (Nickerson, 2023)
The frequency and duration of the effects of fourteen factors on job satisfaction and dissatisfaction were investigated by Herzberg and his colleagues. (Herzberg, 2001)

Comparing all these models you can see they all work off each other’s ideas and theories. They all seem to work on the main factors of great leadership all these different theories all work based on having good smart objectives, being open minded and having positive and creative conversations. Team meetings to involve all members and giving positive feedback.  Evaluating performance within the team and giving praise when needed. As well as all these similarities find Adairs model very similar to Maslow’s hierarchy of needs. This is because they both have an interest in what the individual employee needs, for example higher pay check, more stability or even recognition. 

[bookmark: _Toc171173879]Impact on an individual on their performance 
The effect of this model on a person's performance Adair's thesis is fascinating; he holds that one can develop leadership skills; one does not need to be born with them. Therefore, adopting this style will empower staff members to become confident, innovative, and successful in their line of work. This theory makes it possible to assign those who perform particular duties better to those who are in need of them. 
This notion can also raise morale inside the organisation, which will support employee levels and raise KPIs—two things that a successful business seeks. 
Additionally, it allows the workers to express their opinions and share ideas about how to complete tasks more successfully and efficiently. This approach is all about paying attention to what staff members have to say, analysing the issues at hand, and coming up with solutions to advance and expand the company. 




[bookmark: _Toc171173880]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.
[bookmark: _Toc171173881]Leadership styles 
There are many styles of leadership, they are. 
· Coercive
A coercive leadership style that involves expecting instant obedience. According to Goleman, forceful leadership is the least successful of all the styles in most circumstances. Why is not hard to grasp. According to him, this style is defined by authoritarian methods, demanding, "do what I say," and top-down decision-making. Although this approach might produce positive short-term outcomes, it has a negative long-term effect on the company culture, increasing staff turnover and creating a disillusioned and disengaged workforce. (goleman, 2002)

· Authoritative
The authoritative leadership approach, which emphasises motivating people to work towards a goal. When it comes to leadership styles, authoritarian and authoritative are different. Authoritative leadership involves motivating your team members by connecting their daily tasks to a larger organisational plan and helping them understand how their role fits into a larger scheme. It's not micromanagement that's needed, but well stated guidelines. Giving your staff the flexibility and creativity to work towards a common objective is another important part of it; this promotes high employee engagement and increased job satisfaction. If coercive leadership is the worst, then the most effective and inspiring kind is authoritative leadership. (Stobierski, 2019)

· Affiliative
The affiliative leadership style, which emphasizes forming strong emotional connections. Building strong emotional ties, encouraging a sense of teamwork and camaraderie, and cultivating a happy and encouraging work environment are all aspects of this leadership style. Members of the team can freely exchange ideas and criticism, feel like they belong, and collaborate to achieve shared objectives as a result.  
As per Goleman's analysis, this relationship-oriented approach holds significant value in cultivating a happy work environment—especially relevant now that some companies are urging their employees to return to the office. He argues that by getting to know your staff members personally and recognizing their accomplishments, you can foster a supportive, cohesive community as opposed to an administrative machine. (goleman, 2002)


· Democratic
Democratic leadership, which prioritises coming to an understanding. Providing decision-making authority to your employees is an essential facet of democratic leadership. By taking the time to get feedback, listen to concerns and differing points of view, and incorporate suggestions, you can show your team members that their opinions matter, that their voices are heard, and that their efforts are respected. As a result, they feel more responsible and like they own something. (Woods, 2019)

· Coaching
A coaching leadership style that prioritises personal development with an eye towards the future. Providing decision-making authority to your employees is an essential facet of democratic leadership. By taking the time to get feedback, listen to concerns and differing points of view, and incorporate suggestions, you can show your team members that their opinions matter, that their voices are heard, and that their efforts are respected. As a result, they feel more responsible and like they own something. (BOOGAARD, 2023)

After looking into these and conducting a few different kinds of leadership style quizzes to see what kind of leader I am, my results are on one I am a democratic leader. (please see results of quizzes in appendices) I do agree with these results as I am always seeking feedback on tasks and how we could have done this differently. I do also like to delegate work to others to allow them to have a sense of importance. I also agree with this as I do like other people opinions and ideas before making a decision on something not only in the work place but at home too. 


[bookmark: _Toc171173882]Adaption to different types of people
Over the years I have had to adapt my leadership style to the different scenarios and people I have trained or worked with. For example, while training new people on the post office system where the procedures and tasks were easy for me, I must break it down to suite their learning needs, so I have had to listen observe and overview them and my teaching to suit that individual and their needs, as everyone learns at different speeds. Another example would be during recent employment, I have had customer shouting and screaming down the phone at me over late or even mossed deliveries, I have had to keep a calm professional manner and be firm but fair, understand their needs hadn’t been met. There are other times where I have had to face conflict between colleges and deal with both sides of their story then elaborate on how we can get this to work and what needs to change. 
[bookmark: _Toc171173883]Assess your own ability to set direction, delegate and empower others to bring about a workplace change.
I have completed several questionnaires to assess my ability to perform the following tasks, delegation, motivation, empowerment and setting a direction, this will help me understand my ability and where I need to improve. 
[bookmark: _Toc171173884]Setting a direction 
By setting a direction in a workplace as leader, you need to make sure that we are creating a shared vision, setting clear goals, and identifying shared values. By this I mean we need to be creating the outcome the end goal moving forward, we need to be asking ourselves what do we want to accomplish? What do we consider important? And how can we make sure these goals are achievable and in what time frame? All of these are just some of the things that used when setting direction in a workplace. (Steinmann, 2018)
 I have completed a questionnaire to assess my ability to set direction and I scored high, according to the questionnaire my ability is really good. I would agree with this because I am able to see what changes are needed to improve my organisation and increase moral with in the team. 
[bookmark: _Toc171173885]Motivation
Motivation within the workplace is really important for accomplishing targets and production of the team. Motivation comes very close to vision as you would drive the team by helping them Invision the what could be, For a business to operate well, employee motivation is essential. It is the degree of motivation, dedication, and vigour that an organization's employees bring to their work each and every day. Companies that lack motivation suffer from lower output and productivity levels, as well as a higher likelihood of failing to meet those crucial targets. Business leaders must occasionally watch over and encourage employee motivation as it is not always easy to come by. (Masionis, 2022)
By completing a questionnaire on my ability to motivate I have found that my motivation skills could be improved, but over all my ability to motivate is very high, id like to think this is my strongest skill as I do find my self very open minded and positive to change for the better, I do like to uplift people and have them succeed. 

[bookmark: _Toc171173886]Delegation
It can be characterised as a leadership strategy that combines four distinct leadership philosophies. Telling, selling, delegating, and participating are all included in this. A leader who uses a delegating leadership style gives someone the authority to manage their own workflow. By using this strategy, one may trust that the person will produce the intended outcomes and see the wider picture. This is a critical leadership style for several reasons. One of the main explanations is that giving an employee independence is a powerful incentive. The two most important components of a delegating leadership style are coaching and contextualising. It covers essential instructions such what has to be done, how to solve problems, motivating staff to choose different routes, and outlining implementation tactics. (Taylor, 2024)
The findings of a delegation questionnaire I took to assess my personal delegation skills indicated that they weren't particularly strong. According to the quiz, I was deficient in this ability, which was impeding my capacity to lead effectively. It further stated that I wouldn't delegate duties to others. Since my delegating abilities seemed to be adequate for the degree of position I hold in my current job, I would say that I don't entirely agree with this assertion. 
There may be some validity to the statement that I execute work on my own rather than relying on others to do so, provided that the task at hand calls for it. I am aware that it was done accurately. The type of company I work for right now and the quantity of recent hires who are still learning could possibly be indicators of this. 
[bookmark: _Toc171173887]Empowerment 
Empowerment within the organisation allows workers the freedom to take responsibility for their job and participate in important decision-making is a key component of workplace empowerment. Leaders of the organisation assign tasks, communicate openly, and request feedback from team members in an empowered culture. A company's treatment of its employees is only one aspect of a culture of empowerment; another is what is expected of them in return. When you empower your staff, you want them to take responsibility for their work, hold them to a higher level, and set high expectations for them. The benefits of this is employee motivation and job satisfaction are increased when they feel empowered at work and take ownership of their tasks. The most effective individuals to lead performance in their jobs are frequently those on the front lines. Long-term success and increased engagement can be developed by granting them the freedom to recommend process modifications or make minor adjustments to the way they operate. (Gouldsberry, 2023)
After completing a questionnaire to access my ability of empowerment, I have found the results to be accurate, I have good empowerment skills but there is room for improvement. I have also found that empowerment is very close to motivation. By allowing team members to particate in decision making you are motivating them, which them increases their moral and this has an impact on good production and completing work loads. 



[bookmark: _Toc171173888]Apply my ability for a workplace change. 
Applying my greatest ability for workplace change, I would like to think that my greatest ability is motivation, also empowerment is really close to this, is I was to implement these skills into my current organisation this would help change things for the better, and workplace moral would increase, the changes I would make would be, everyone would have a clear outline of what is expected of them at this current moment in time people are expected to do everyone else’s work along with their own this is due to new staff that haven’t been trained to complete their entire work load just parts of it. Full training would be given to everyone that needs it. So, all employees are knowledgeable on how to do their jobs. That would be my first task, there for existing employees wouldn’t feel the stress and pressure of picking other employees work up. That would motivate them and boost morale. The second thing I would like to implement is a team meeting once a week to see how we can improve certain tasks make them easier, how can we hit our targets and KPI’s. this would give the employees in the front row sort of speak the opportunity to engage and give there views and ideas. Making them involved in the organisations running. 
At the moment there is no incentive to do a good job there no incentive to put your all into it, so my next step would be to create an incentive, create something people would like to work towards, weather it is a voucher for best employee of the month or an additional days off. Something that would motive the team to give their best work, and also create a healthy battle between one another, this will also fire out some great ideas. This doesn’t just stop at the office staff all this can be implemented on the drivers to the ones that deliver for us. Moral at this current time seems to at it all time low there. And management do not seem to be doing anything other than dropping it further. I would like to think that all the little empowerment and motivation changes I have mentioned would make a impact to boost the company back up to where It needs to be. I believe to make sure an organisation succeeds you need to have adequate training, motivation and empowerment. This way people will want to work for you, they will want to appease you and provide you with excellent works or production. 
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I was unable to attach the questionnaire from part three of the assignment. Please see my leadership results below. 
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< START AGAIN

You're a Democratic Leader

Your primary leadership style is democratic or participative. You
accept input from your team when solving problems or making
decisions, which can help them stay involved and motivated. This
style works best when everyone understands their role and the
overall objectives of the group. Watch out for groupthink.

Leadership doesn't come easy to everyone. If you find yourself in a
position to lead, reflect on what works best both for you and your
team. If you maintain open lines of communication, you will figure
out the most successful way for you to lead.

You can always change and improve how you lead. Find out more
about the impact of leadership both in and out of the workplace:

- Pros and Cons of Democratic Leadership

« Identifying Groupthink

« The Value of Emotional Intelligence in the Workplace
- 10 Ways to Be a Better Leader

If you feel like your leadership style is negatively affecting your work
relationships and team productivity, know that you are not alone. It's
not easy being a leader, but if you can get a handle on your strengths
and weaknesses, your team will be better for it. Remember, the most
effective leadership utilizes different styles to match different
situations.
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YOUR RESULTS

Leadership Style Quiz

You are a democratic leader

‘What does this mean?

Your score suggests that you are a democratic leader, meaning you listen to your
employees' ideas, and don't subscribe to an idea of centralized power. Your employees play
a big role in the formulation of plans and ideas. At times, you may feel more like a
moderator for your team'’s discussions than like a leader... but that's how you prefer it.
When your employees feel heard, they stay motivated.

If you lead in a mostly democratic style, it's important to remember that sometimes your
team will need you to step up and make a decision. If there isn't enough time to consult the
team, you will need to trust yourself to make a decision alone. When this is the case,
borrowing some ideas from another leadership style can help you move forward.





