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Task 1:

1. Introduction
If strategy is the aspect that enables a firm to expand, then agility is the tool that enables continual growth. Since the outbreak of pandemic, numerous businesses have been impacted, resulting in bankruptcy, job losses, and forced resignations. The virtualization of e-commerce, online education, and virtual health has advanced at a breakneck pace. In recent years, organizations have shifted away from the traditional leadership style toward a leaner, flatter, team-based structure that plays a critical role in sustaining the business's productivity. The new wave of thought necessitates an exponential leader's vision, empathy, and decision-making abilities under time and change pressure. 2020, as much as we think of it as an anomaly, may not be. For years, resources such as technology and interconnection have been developed, earning this age the moniker "a new normal."

What is the genuine meaning of leadership? It is the individual who influences, inspires, and motivates people to become their best selves, while also developing their abilities and accomplishing goals. Leaders continue to operate under an outdated paradigm, and as a result, they are becoming increasingly inefficient. Today's leaders operate in an uncertain world where nothing is definite, everything is more complex; this is the new reality of leadership. Even if there are numerous styles of leadership, they are all related by emotional intelligence; without it, no amount of training, analytical thoughts, or plans will make you the best leader.



A case study is presented in which a successful and qualified CEO with over two decades of experience heading a corporation was confronted with disruption and change in the organization he leads. Questions have been raised regarding his leadership style, the authoritarian one, the ability to adjust to new situations, with his appetite for being comfortable with his moribund leadership style and his lacking vision.


Various leadership styles will be discussed in this essay, along with their associated benefits and drawbacks. The essay's objective is to demonstrate the distinction between leadership types, how we may confront and adapt to unexpected obstacles and pressure inside a company, and what we can do to improve as a leader.

2. Relationship between Leadership Philosophies and Leadership Styles

Theories X, Y, and Z all represent extremely diverse perspectives regarding motivation in the workplace compared to one another. During their daily battles to encourage their teams, managers typically adopt one of the tactics listed in this section.

Developed by Douglas McGregor in his book "The Human Side of Enterprise"1 in the 1960s, theory X and Theory Y divide management into two styles. And just like in algebra class, X and Y do not operate completely independently, though you can manage in a style that is a Theory X or Theory Y management style. Your management style evolves because of cues from your work environment, the type of work you need to complete, your workforce's locus of control (intrinsically or externally driven), the strength and talent of your workforce, and your ultimate beliefs about how people are motivated.

[bookmark: _Hlk89172666]2.1 Theory X
According to McGregor, a manager's fundamental ideas have a significant impact on how an organization operates. Managers' beliefs about the behavior of individuals are key to this issue. Theory X and Theory Y, according to McGregor, are two main kinds of these assumptions. First published in 1960, The Human Side of Enterprise details these discoveries. Theory X it is also present in the company where Chris is working and examples are shown by his authoritarian style of leading.
The traditional concept of direction and control is referred to as theory x and is predicated on the following assumptions:
1. The average human being is intrinsically opposed to work and will avoid it at all costs.
2. As a result of this inherent disdain for work, most individuals must be coerced, controlled, directed, and threatened with punishment in order to exert sufficient effort toward achieving organizational objectives.
3. The average human being prefers to be guided, avoids responsibility, has a low level of ambition, and prioritizes security.
Therefore, a Theory X management style necessitates close, strong supervision with clearly defined tasks and the threat of punishment or the promise of increased pay as motivators, manager who operate on these assumptions will exercise autocratic control, which may breed mistrust and animosity among those they supervise. McGregor acknowledges that the 'carrot and stick' strategy has a purpose, but it will fail when people's primary needs are social and egoistic. The purpose of persuading individuals to be submissive, to do what they are told in exchange for a reward or to avoid punishment, is shown as defective and in need of re-evaluation.

2.2 Theory Y is predicated on the following assumptions:
2.2.1. That exerting physical and mental effort during work is no different than doing so during recreation or rest. Work is not something most people despise on some deep level. Work can either be a source of pleasure or a source of punishment, depending on the circumstances.
2.2.2.  While external pressure and the possibility of punishment can motivate people to work toward a goal, purposes of the organization. People will show self-discipline and self-restraint in the interest of commitments made to the goals they have set themselves.
2.2. 3. Indirect rewards, such as the fulfilment of ego and self-actualization demands, can also be substantial. Under the right circumstances, the average human learns not only to accept but also to seek
2.2.4. The ability to solve organizational challenges with a high degree of imagination, originality, and innovation is widely dispersed, not narrowly.
Theory Y's assumptions can lead to more cooperative interactions between managers and their employees. This management style aims to create an environment where the personal needs and objectives of employees can be aligned with the goals of the organization, resulting in a harmonious working environment.
2.3 Theory Z
Economist and management professor William Ouchi developed the Theory Z in the 1980s, introducing the "Japanese consensus style" of the theory Z. It was his contention that western businesses could benefit from the experience of their Japanese counterparts. Workers' desire to collaborate with their employer and coworkers is at the heart of theory Z. Employees want to be part of a team. Management and organization must provide adequate support for this to be possible, including a safe work environment and adequate facilities.
Assumptions:
2.3.1. Collective decision-making- this is the Z theory's key concept, which ties to the Y theory. They feel part of the organization and will do their utmost to sustain the decision made.
2.3.2. Long-term work- following the necessity for safety, it is critical for employees to know they will have work in the future. This employment stability creates loyal employees who feel a part of the company.
2.3.3. Job rotation-although specialization benefits the organization; it helps employees become generalists. Job rotation allows employees to learn about all aspects of the company, acquire insight into each other's work, and develop their talents. They may be used in various departments and levels.
2.3.4. Slow promotion- employees do not need to rocket up the corporate ladder quickly. They can develop better and work more diligently if they take more time.
2.3.5. Focus on training This improves staff performance. They have lots of time to develop, which benefits the company.
2.3.6. Personal consideration- while employees spend eight hours a day at work, they also have a personal life that includes family.
2.3.7. Personal accountability- to be in line with the Y idea, employees must be self-reliant and actively contribute to the company. When they have their own responsibilities, they are motivated to finish things on time and correctly.

Employee motivation theories X, Y, and Z have been used in HRM, OBA, and organizational development. These basic theories help future generations of management theorists and practitioners understand the changing dynamics of human behavior.


3. Leadership styles
One definition of leadership is that it is the role of a leader to inspire and direct his or her subordinates to accomplish a goal. So, the leader must be aware of the strengths and weaknesses that each follower has, as well as the areas that need to be worked on (Bruce E. Winston and Kathleen Patterson, 2006). In regards of Chris Banks' situation, new training is required along with self-awareness. Adapting one's leadership style based on the scenario is critical to a leader's ability to be effective, support his or her followers, and create trust and respect among them (Aric Hall, 2007). Literature has suggested that leadership style and competence are the most principal factors in a successful firm (J. Rodney Turner and Ralf Muller, 2005).
As a social influence process, leadership aims to get subordinates to help the organization achieve its goals.
A leader is someone who delegated or influenced others to behave to achieve a set of goals. We need leaders who understand the intricacies of today's fast-changing global world for firms to be successful. Workers will be more effective if their tasks are well-structured, and the boss has a solid relationship with them.

3.1 Transformational Leadership Style
Leadership expert James MacGregor Burns introduced the concept of transformational leadership in his 1978 book “Leadership” Individual influence, spiritual encouragement, and intellectual stimulation are all hallmarks of transformational leadership. Individuals are often taken into consideration, the company's vision and goals are established, the company's culture is open and trusting, and the workforce is given the opportunity to realize their full potential.
Transformational leadership style focuses on the growth of the followers as well as the requirements of those who follow. This type of management style is focused on the evolution of employees' values, their moral compass, and the development of their leadership abilities.  This is done by transforming their minds and hearts and making them more compatible with a set of values and principles.
If you want to transform your leadership, you must become a person who cares about the interests of your employees, and that means that you must be willing to go beyond your own self-interest for the greater good of the organization. This can also be used to Chris' authoritarian leadership style, who has seen that the morale of the employees has steadily deteriorated over the course of several months due to the pandemic crisis.
Transformational leaders, according to Bass and Avolio2, encourage followers to look at problems from new angles and offer support and encouragement, communicates a vision, elicits emotion, and facilitates identification According to Bruce et al9, transformational leaders can define and articulate a vision for their organizations, and their leadership style can influence or "transform" individual-level variables like increasing motivation as well as organizational-level variables like mediating conflict among groups or teams.

[bookmark: _Hlk89172982]3.2 Transactional Leadership Style
Transactional leadership is based on "trades" between leader and follower in which followers are rewarded for reaching goals or performance criteria. The transactional leader will first validate the relationship between performance and reward, and then trade it for a suitable response that motivates subordinates to do better in companies, transactional leadership facilitates communication between managers and subordinates. Even though this style cannot be applied to Chris Banks due to the lack of flexibility and adaptability, an effective communication can work between him and the employees leading to a better relationship with the shareholders as well.The term "transactional leadership" refers to the exchange of rewards and objectives between personnel and management. Using contingent rewards, corrective actions, and rule enforcement, transactional leaders motivate subordinates.

As previously said, transactional leadership is dependent on reinforcement, either positive contingent reward or more negative kinds of management-by-exception. Leaders who are transactional encourage their followers through exchange; for example, by performing tasks in exchange for incentives or preferences.  According to Burns11, transactional leaders are more concerned with task completion and employee compliance, and they rely extensively on organizational incentives and punishments to influence employee performance. outcomes such as increased employee happiness and productivity. Greater transformative leadership related to increased group potency.

3.3 Sapient Leadership Style

Covid-19 and its derivatives exposed a "new normal" of transformation that was characterized by three distinct dimensions:
3.3.1. It is a perennial phenomenon, meaning that it occurs all the time in a continuous manner.
3.3.2. It is all-encompassing, manifesting itself in a variety of areas of one's life at the same time.
3.3.3.It is exponential in nature, meaning that it is increasing at an increasingly rapid rate.

When change occurs, people and organizations are left feeling befuddled, vulnerable, and divided. This is especially true at a time when resilience, cohesion, and collaboration are required to perform at the greatest levels. Increasing evidence from the literature suggests that psychological safety, shared purpose, and distributed cognition are important drivers of leadership, team, and organizational success, especially in quickly changing situations. We have seen an acceleration in this transformation in our thinking about change and leadership over the past year.
Sapient Leadership supports the development of permanent, ubiquitous, and exponential capacity growth, all of which are required for effectively managing three-dimensional change. Our species' lengthy history of evolution provides the framework for Sapient Leadership, and this is the key to its success. According to its definition, sapient refers to the nature of humans: it is in our nature to adapt or risk extinction.   Leaders, teams, and organizations under increased pressure to evolve and adapt more quickly to avoid becoming irrelevant because of 3-D transformation, which can be difficult to manage. Change that used to occur over years and decades is now occurring in weeks or days, rather than years and decades. This is the first time that we as a species have had to deal with a change of this magnitude and speed. Appropriately named Sapient Leadership, it is a framework that facilitates rapid adaptation in a sensible and humane manner. It incorporates the necessity for leaders, teams, and organizations to continuously evolve into their structures to address the problems of three-dimensional change into their design.
Sapient Leaders and their successful organizations change in sync with the changing environment around them, involvement of people in crucial decision making, extensive leadership-people connection, open and transparent work environment, building trust, reducing friction, and accelerating cooperation using empathy-based communication technologies are one of the top characteristics of the style.

Sapient leadership style can also be applied to Chris with further training in emotional intelligence, working under the pressure of time and exponential change.



4. Conclusion
The selection of the most appropriate leadership style is dependent on the scenario as well as the personalities of those who will be influencing others in the organization. Knowing and understanding the many sorts of personality preferences that exist in a leader can serve as the foundation for developing a leadership style that has a high likelihood of being successful. Having this information will also assist the leaders in adapting their leadership styles as and when the situation calls for it. It has been discovered that a leadership style does not have to be inborn but may be learned and cultivated.
It is possible to use the transformational leadership style, along with some traits of the sapient one, to Chris Banks' leadership style in order to make the organization more successful and productive.












Task 2

Reflective essay

1.Introduction

In this term, I learnt about different leadership styles, their advantages and disadvantages, their characteristics, and how we may use each and every one of them to different situations of daily chores or to achieve the best possible results in business situations.
As defined by the Oxford Dictionary, a leader is responsible for influencing one or more followers and directing them toward the achievement of a specific goal. As a self-employed injector beautician for more than 5 years, I have learned to always influence my clientele by instilling confidence and faith in them. While doing so, i always must be alive, awake, aware, conscious, and sensible of the strengths of each of my followers as well as the areas that require improvement (Bruce E. Winston and Kathleen Patterson, 2006).
It is important for leaders to be flexible in their leadership styles so that they may be more effective in their roles. I also have to emphasis on assisting my followers and earning their trust and respect (Aric Hall, 2007) by helping them with as much information about the procedures I carry.
[bookmark: _Hlk89173201]
2. I see myself as a democratic leader, and I want to be one.
The Democratic leadership style is characterized by the notion of "two is better than one," as you put it. Democratic leaders place a strong emphasis on the contributions and ideologies of workers. It is also referred to as "participative leadership" in the corporate sector. Communication between me and my clients is essential to the success of my company. I must follow up with my followers on a regular basis in order to maintain a long-term relationship.

This type of leader oversees making the final decision. However, democratic leaders may cede authority to their followers at other times. Having said that, a democratic leader is not exempt from responsibility. They are still held accountable for all the consequences of their actions. Even though I always have decision-making flexibility in my business, sometimes my followers can influence me and force me to make a last-minute decision. A excellent example is one of my clients who underwent one of the treatments and within a few hours, a problem occurred, prompting me to reschedule all subsequent appointments that day.

Some of the most important aspects of Democratic Leadership Style

1. When making decisions, a democratic leader solicits input and feedback from his or her followers- This also applies when I urge my clients to return to me with a review on my social media pages following the treatment. I also follow up if any issues occur within a couple of hours after the treatment. Additionally, I want to be referred to others if I have provided the procedures with a satisfaction result.

2. The leader feels that with many inputs from followers, they would be able to make the best decision- I believe that any criticism made by my followers, whether constructive or destructive, about myself, my business, or the procedures I follow is another step toward expanding my expertise in my profession.


3. [bookmark: _Hlk89173256]The Advantages and Disadvantages of Democratic Leadership Style
PROS:
Productivity among employees increases
Increased job satisfaction is a good thing.
Supports a wide range of viewpoints
Increased understanding of the company's core values

Cons:
Does not help to build a solid team
This demonstrates a lack of knowledge
Possibilities of coping with rejection
Every point of view is not taken into consideration.
In a crisis, this is ineffective.
As a result, the decision-making process is slowed.
It is most effective with all types of companies. Although democratic leadership is not the best option in some situations, such as industrial industries, it is not the worst option in all situations.

4. Conclusion
However, mature leaders do not adhere to a single style. They behave in a variety of fashions that reflect their personalities and circumstances. Personalities exhibit a preference for certain styles. Certain situations may necessitate a greater emphasis on one or a few of the styles, while others may necessitate an entirely other approach.
This will sometimes apply to my business as well, as circumstances will force me to shift from democratic leadership to a different one.
Thus, developing leaders with a desire for growth and self-awareness will benefit from learning about the diverse types, how they represent their personalities, and which styles function best in particular contexts.
I am still working on that 😊
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