


There are numerous different styles of leadership. An example of a common leadership style which is often found in many organisations would be a transactional approach. A transactional approach is a goal and reward style method which sees a person in a managerial role rewarding their team only if goals are met (Michigan state University 2021). This specific style is intended to keep employees motivated and hard working in order to reach their goals and to receive their reward. Styles such as these can be seen as beneficial in situations where there may be time restrictions as it pushes staff to reach their targets. An example of a transactional leader is the Microsoft creator Bill Gates (STU 2018). Bill Gates not only created the Microsoft software but he also created the entire business around the company which meant him becoming a leader to thousands of people. He began using a transactional approach to his leadership by ensuring when he spoke to his staff he was asking them challenging questions in order for them to become innovative and become better problem solvers. This style does however get criticised for being too tough on individuals and not supportive enough which can arguably lead to a negative work environment and subsequently a toxic work force. On the other side of the spectrum is a transformational approach. This is where a leader will take a more nurturing approach. The aim behind this is to support the individuals and encourages them to be creative and innovative and encourages them to work as a team and discuss their ideas and methods. Bill gates initially began with a transactional approach but slowly adapted to using a transformational approach (CommunicationTheory 2020). Bill Gates began integrating both theories into his style of leadership and now is one of the wealthiest people on earth. This style does however come with criticism with some saying it leads to people becoming too comfortable and not being pushed to do better to further their role. A more nurturing approach to leadership has become more popular as of recent with more leadership styles being created around this. An example of this would be the compassionate leadership method. This theory focuses on ensuring that individuals take care of themselves and prioritises their mental and physical health (Massie 2016). This style encourages people to take a step back when work may seem overwhelming and make sure they don’t get over stimulated. This method of leadership also goes hand in hand with the collective form. A collective form of leadership also prioritises a nurturing and caring style as it encourages a positive and uplifting environment for everyone to work in (West, Eckert, Pasmore 2014). This method also shares the responsibility of success to all, meaning that everyone no matter of their role takes pride and responsibility in what is achieved and strives to do better.
A public organisation that has adapted to using both a compassionate and a collective leadership style is the National Health service or also known as the NHS. Over recent years Professor Michael West along with numerous other professionals from the Kings Fund have introduced these two leadership methods into the United Kingdom’s health care system (GIG Cymru 2020). The aim of introducing this new form of leadership was to ensure that NHS workers have a nurturing environment to work in, however stressful the job may get. The Welsh government have completely implemented this theory into the Welsh health care system and fully support the work of Professor Michael West. The welsh health care system has taught its employees that there are four key parts to compassionate and collective leadership. These are; Attend, Understand, Empathise and Help. These four requirements are to ensure that all NHS employees provide patients with care and dignity as they highlight the importance of simple things such as listening and support. Since implementing these leadership theories there have been many improvements in the system. Findings suggest that staff that feel valued and respected often are more innovative and strive to do better as it “provides a sense of psychological safety” (West, Collins, Eckeret, Chowla). Findings in 2017 also suggested that if the staff felt valued and cared for then it would reflect on the care they provided the patients which resulted in a more empathetic and positive service being given. The welsh NHS have made it easy for their staff to adapt to the collective and compassionate leadership method by implementing whets called “Gwella” (GIG Cymru 2021). Gwella is an online leadership portal which is free to access. It allows staff to watch videos, read articles and interact to help understand what they can do to take part in these leadership practices. Its updated regularly with new statistics and goals for staff to feel inspired by. It states that by 2030 they intend to have everyone that works for the Welsh national health system to be confidently practising the compassionate and collective way of leadership. This in order to have an improved version of the NHS and to always be compassionate and caring to patients.
Although there are many benefits to compassionate and collective leadership, there are also a number of concerns about what affect having such a nurturing leadership style may have in the long term. Professional engineer Shelley Row has criticised a compassionate leadership style stating that it can cause more issues for an individual than its worth (Miller 2016). Row explains how she believes creating an environment where everyone works as a team, shares responsibility and are all kind and caring of each other can actually make important tasks such as decision making extremely difficult for people. She explains that an individual may feel worried or scared to speak up on a matter or to make a tough decision with the fear of upsetting another one of their colleagues. She states that in an organisation or a business you must have some sort of control or authority to ensure everyone can voice their opinion without the worry of hurting someone’s feelings. Another point Shelley Row makes is that struggling and having a challenge can actually benefit a person greatly. She says that watching someone struggle with a task or job may be difficult to watch but that individual will eventually get through it and if they do then they will become a much better employee because they did it by themselves. Shelley Row is not the only person with concerns about the NHS’ leadership practices. The Kings fund who are the organisation implementing this method into the NHS, have released multiple articles discussing the concern around their theories. The argument could be made that staff may become too comfortable and become unmotivated or that people will not strive to do the challenging jobs that communities really need because they are comfortable where they are (West, Bailey 2019). They also acknowledge the point Shelley Row made about whether slightly tough management or conversations may be seen as extreme and “bullying”. Professor Michael West addresses these concerns by echoing his points that these theories create psychological safety for our NHS staff which is needed with such a physically and mentally demanding profession. The article in question written in 2019 states that the NHS is facing a staffing crisis in which staff are leaving or retiring early and recruiting is becoming extremely difficult. This may be caused by the high levels of stress that an NHS employee faces as it is “50% higher than that of the working population as a whole”. West emphasises that in order to maintain the NHS they need a compassionate approach to not only their patients by to their staff as well. 
A transformational approach could also be taken by the NHS. There are many similar aspects between a transformational approach and the compassion and collective approach. Similarly, they both ensure that staff are treated fairly and with respect (Mindtools 2013). A transformation approach does however allow a leader to set goals for their team and has high expectations. There is support given by a transformational leader to achieve these goals. Taking this type of approach would allow for there to be a positive environment and give support to NHS staff but there would also be some more structure. This would eliminate any worry of upsetting someone as everyone is aware of the goals they need to achieve and they all know who to go to in order to resolve any issues. The negative sides to this theory however are that people may feel resentment towards the individual how if setting their goals and achievement or alternatively that individual may feel extreme pressure from their team as they’re the ones to go to if there are any issues. A transformational approach does also strive to turn followers into leaders which may lead to a competitive environment growing as growing in the NHS can be difficult as it requires certain qualification, degrees and experience.
A compassionate and collective approach to leadership is definitely beneficial to everyone in the National health service. There is no question that our NHS staff and patients have always had a difficult time and it has only become increasingly worse within recent years with the global pandemic. Having a compassionate approach is the least that can be done to show appreciation and commend the hard working employees. There may some who complain that they are too comfortable and do not feel motivated enough but in a profession that is usually extremely fast paced and emotionally draining, a kind and empathetic environment is more than likely the best thing for them. It ensures that staff remain as happy as possible and in turn they provide the best service possible to the public. It may be easy to forget that the NHS is ran by people that have lives and have emotions and pushing them too far could lead to devastation. To conclude other leadership theories such as a transformational approach could be beneficial however a collective and compassionate approach to leadership is a productive and beneficial to the National Health service in the United Kingdom and has continued to be supportive throughout recent years.
Reflective report
I have worked in retail, more specifically the beauty retailer Superdrug for nearly 5 years. Whilst working in Superdrug I have found myself in many different situations and roles where I have had to use my leadership skills. The main period in which I have to ensure my leadership skills are appropriate is each Christmas period. Each year like many retailers we hire temporary Christmas employees. These are more often than not young individuals in which this is there first job. For this situation I am tasked with the job of training up each individual and teaching them skills in a very short amount of time during the busiest period of time. To do this I tend to use the contingency leadership style. The contingency leadership theory is a style in which the leader must adapt their leadership method depending on the situation (Indeed 2020). To be a successful contingency leader you must be able to asses each situation and adapt accordingly, doing this will determine if you are a successful leader or not. Although contingency theory leadership as a whole is a theory based on situations and depends on the people you work with, it also is broken up into four forms (Villanova University 2021). Form number one is the Fielders contingency theory. This form of contingency leadership is to make it clear what goals a person must reach and what procedures they must follow. The leader must also be able to hand out punishments if the goals are not achieved or procedures are broken but also hand out rewards for any exceptional work. This form of contingency leadership is not team work based and in my retail job we aim to work as part of a team therefore I avoid using elements of the Fielders theory. The second form is Situational leadership. This is when a leader will adapt their style depending on the maturity level and the behaviour of their employees. The theory is that if a person is seemingly unwilling to perform to a high standard then a leader will adapt their style to lead that person differently to someone who is mature and willing to go the extra mile. The path- goal theory is the third variation. This style is purely focused on leading people to achieving their goals. A leader will ensure that all help and support is given to their team in order for them to reach their goals and to aim to remove any obstacles that may be in their way. The final theory is the decision making theory. This is where a leader will focus on assessing each situation and then will determine how they will go about their leadership. This style allows a leader to use multiple different styles. I personally find myself using two main forms of the contingency theory. I often take a situational approach. This is because many of the temporary staff we hire are young and it is usually the first job they have ever had. This can be challenging as they can sometime be immature and find it difficult to take orders and advice. A situational approach allows me to assess the individuals and determine how willing they are to become hard working. For those who are seemingly more mature and follow instructions easily, I then adapt to more of a path-goal style. This is where I will help the individuals to achieve their goals which is usually to be kept in the job once the Christmas time is over. To team members who seem slightly less willing or have a more immature outlook I will take a slightly more Fielders contingency approach. This is where I will ensure that they know what tasks and goals must be met on that day. I will also make sure that I reward them whenever they perform well. This is to create almost like a classical conditioning effect where they know if they keep up the good work and behaviour then they will keep getting rewarded (McLeod 2021). These rewards can vary from simply giving them a compliment on their hard work to them being a small physical prize. Taking a contingency theory approach to my leadership allows for me to adapt in many different situations. Christmas time is the busiest time of year for retail and therefore can be extremely stressful. In stressful situations I am able to adapt to a more fielders contingency approach if I need people to achieve certain goals and then become more path-goal focused when I can to help the new starters gain experience from their jobs and possibly help them to get their goal of being offered a permanent contract. An alternative form of leadership that I could take would be a transformational approach. This is a style in which the leader focuses more on the needs of the people they are leading instead of the needs of themselves (Investors in people 2019). By using this theory, it helps to build relationship between the leader and their employees which can help create a commitment towards the company. In many ways I do use this theory as I often focus on helping other people and always do my best to make sure someone is happy and comfortable with the jobs they are doing. This can however become problematic as my goals would not be met. In my opinion there needs to be some sort of relationship between a leader in retail and the rest of the team. This makes it a lot easier to give orders and for the team to receive them. Creating too much of a relationship can create issues as it can result in team members cutting corners in their work as they feel like a leader who they have a friendship with id not going to give them any sort of discipline. This is why in my opinion a contingency approach to leadership is the best approach for myself to take whilst working at Superdrug. 
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