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[bookmark: _Toc76689129]1. Introduction 

Leadership can be very difficult to define as it holds different meanings to different people in different circumstances. Simply put, leadership can be regarded as a process where an individual, a group or an organisation influences a group of individuals to attain a common purpose or goal. In an organisational setting, leadership can be called a process where an individual or a group influence and guide their follower or organisation members to be organised in a way that caters mostly to the common goal of the organisation (Kort, 2008). Leadership is not only about injecting the value of a common goal, it is also about making sound and sometimes difficult decisions. Leaders have to pan out clear vision and strategy to achieve a common goal for the followers and also provide necessary tools and knowledge to attain the envisioned goals. In a world of globalisation and rapid development, leaders are important in almost every aspect of the society be it business or be it political institutions. For example, Elon Musk who is the CEO of Tesla Motors and SpaceEx has quickly risen to the top of the billionaires' list and have created a legacy of private space exploration and electric vehicles. He did all of it before he even reached 50 and it was possible due to his charismatic style of leadership (Aron, 2019). He could lay out his vision and strategy in a way that his employees felt as if they were their own and that turned out to be highly effective. Not only to his employees, but he also extended his charisma to the general people which in turn increased his global popularity and made his company’s stocks go rocket-high. 
It is no surprise that leadership is one of the most important aspects of modern organisational world culture. Elon Musk is an extreme example, however is very important to display leadership even at lower levels of organisation (Aron, 2019). That is why it is vital to practice leadership because one cannot say when he or she might need it. 
In this paper, I will evaluate my own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role. For that, I am going to take assistance from established leadership theories. I will also answer two self-assessment questionnaires assessing my leadership style. Then, I will analyse the results with my own real-life experiences and assess its validity by keeping them relevant to leadership theories. Next, I’ll critically evaluate a leadership model focusing on its ability to impact an individual’s workplace performance. After that, I’ll evaluate my own ability to set direction, motivate, delegate and empower others to bring about a workplace change.
[bookmark: _Toc76689130]2. Evaluation of Own Ability to Use a Range of Leadership Styles, in different situations and with different types of people, to fulfil the leadership role

In today’s world, at some point in people’s careers anyone may have to take on a leadership role. It could be either leading a meeting or a project or it could be leading a team, a group or an entire department. Many successful professionals of the field develop their own leadership style which is mainly based on their work experience and personality as well as the needs of the organisation and its culture (Cortellazzo, Bruni and Zampieri, 2019). Moreover, successful leaders not only develop and add to existing leadership styles they also adopt new leadership styles in accordance with the situation at hand. There are many kinds of predominant leadership styles in the world right now. However, coaching style, visionary style, servant style, autocratic style, laissez-faire style, democratic style, pacesetter style, transformational style, transactional style, bureaucratic style are some of the most dominant leadership styles that we see in the current world (Martinuzzi, 2019).
My first experience in a leadership role was three years ago when I was appointed as an assistant manager and before that experience I had held several lower-level administrative positions. As an assistant manager, my role and responsibility were to led a team of four members and be responsible to my superior manager as well. However, currently, I am employed as a manager in a small firm where I supervise seven individuals and four of them who directly reports to me.
Before evaluating my own ability to achieve different leadership styles and fulfil my responsibilities as a leader, I believe I first need to understand and explore what the concept of leadership connotes to me. I also feel it is important for me to understand the crucial difference between leader and leadership. As previously mentioned in simple terms, the leader is someone who leads; a leader can lead an individual, a group, an organisation or even a nation. However, this is a very vague definition of the term. Webb interestingly makes a distinction between leader and leadership arguing that a leader has to hold certain leadership values, beliefs and attitudes, which means it depends on oneself, of how he or she is as a person (Day, 2000). To put it in simple terms, holding a leadership title cannot make someone a leader by default. Scrouller adds to Webb’s argument on the differentiation between leader and leadership arguing that leadership is a gradual progression of choice making and action taking in order to achieve a common goal (Scouller, 2011). In my experience and day-to-day work life, I reflect this attitude in my work where I work with my team and support my team to attain a mutual goal and provide the best service to my customers. One of my key leadership responsibility that is also one of vital in any given organisation is to appoint and ensure that proper leading workers or staff are appointed in every given task. Meaning staff are appointed not solely on their resume or CV rather based on their experience, relevant skills and most importantly their inclination to the shared or common goal.
In order to evaluate my own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role  I have gone through several quizzes and exercises to help me recognize and understand what my leadership style is. I have undertaken Blake and Mouton managerial grid test (Blake and Mouton, 2011) and it identified me as a team leader. After that, I have undertaken “What is my leadership style” by Thornfield and not to my surprise it identified me as a democratic leader. I strongly believe that both results truly reflect my leadership style in reality.
My job and role as a manager are fairly difficult and complex in nature and to be effective in a role like this can be very trying on occasions. As I mentioned earlier I am responsible for seven people but I am directly responsible for four of them, and the chain of command sometimes can get complex and the flow of information and obedience may get distorted. In addition to this, I am also responsible to the CEO and other partners, who often have contradictory opinions and leadership approaches to many issues. Many times this causes apparent difficulties in my ability to effectively lead the team and work towards the shared goal. For example, if a decision is taken regarding a change in the process of service delivery by me and the team members but the CEO and partners decide not to agree to the decision, then the team members get confused about who they should take command from. It leads to the breakdown of organisational morale and creates confusion among the team members. Considering the aforementioned issues, in order to effectively lead the team, I have to adopt different leadership styles based on the situation that I am in or the people or clients that I am working with. This style of leadership is classified as situational or contingency leadership. In 1939, psychologist Kurt Lewin and a team of researchers determined that there were three basic leadership styles which are authoritarian, participative and delegative. Having studied these types of leadership styles, I believe I associate my-self with Lewin’s model because in different situations I feel my leadership style falls into all three criteria described by Lewin. 
Firstly, authoritarian style which is also known as the autocratic model. This is a model where the leader takes all the decisions on their very own with little to no involvement from the team members. In this style, decisions are taken and passed on to the team containing the goal, the method in which the work will be conducted along with a precise deadline (Wang, Liu and Liu, 2019). Even though I do not personally advocate this form of leadership style but sometimes it becomes necessary where I am contractually obligated with a deadline or a certain method. Secondly, the participative style which is also known as the democratic style. In this leadership style, even though the leader sets out certain goals, methods and priorities, he or she takes input, suggestions and advice from the team. However, the final decision in any matter remains in the hands of the leader. This model is also not perfect but it takes into consideration of some aspects that are missing from the autocratic model and makes team members problem solvers and improves their ability to think critically. Thirdly, the delegative style which is also known as the Laissez-Faire model.  In this style of leadership, the leader lets off the control and hands in it over to the team in deciding goals, methods, work roles. In this model, the leader provides no specific guidance and given the team almost full freedom to make decisions.
In my time as a manager, I have taken aspirations and still continue to do so from all three of Lewin’s leadership styles and based on the situation and demand I have switched my leadership style from one style to another (Billig, 2014). For example, due to the nature of service delivery our firm had always relied on traditional ways of communication like postal or fax as the nature of the work demanded physical forms or documents but due to newer contractual obligations with clients we had to adopt electronic mediums of communication. This was certainly a big change for the team as they have favoured the traditional approach. It was no surprise that the decision was met with huge resistance but it was more than necessary to adopt the new method as without doing so we would be breaching our new contractual obligation.  So because of the high level of resistance from the team members an authoritarian leadership style was taken to make sure we were compliant. I, without any help or assistance from my subordinates, spelt out the methods and clear goal of the task.  But after adopting this change with an authoritarian style, I began to see the team members seeing the efficiency of the new approach and later I was able to include them in my decision-making process as to how to improve and develop the current process, taking a participative leadership style. However, it was important to adopt an authoritarian style at the beginning, I personally prefer the participative leadership style because I believe this style develops an effective team synergy and motivates the team member to attain the common goal (Billig, 2014). But due to the nature of our work here, I do not usually have to rely on the delegative approach. I maintain a team of only seven people and it is generally seemed that most of our work naturally lean towards a participative approach. However, in one aspect I do delegate responsibility to team members. I trust my team to bring in new clients and I generally do not interfere in that process. They devise new plans and strategy and very few times I have to intervene to bring any change to that plan. I have chosen to use delegative approach here because as the numbers suggest, my team members bring better results in terms of bringing in clients when they are interrupted and free to make decisions.
[bookmark: _Toc76689131]3. Critically assessing a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance

In my personal experience as a manager, I have always been an advocate for the democratic or participative leadership model. In my workplace, I as a manager have time and time tested this model’s efficacy and found its effectiveness in driving team members motivation and in the way resulting in personal development as well. The democratic style or the participative style can be regarded as a combination of both the autocratic and laissez-faire model. A democratic leader or in a democratic leadership model, before making any important and integral decision the leader would ask for input and suggestions from the team. In this model, the team members feel that their voice is being heard and the effort they put in their work really matter (Gastil, 1994). That is why this model can ensure a high level of employee engagement and high level of workplace satisfaction. Also, as the team members become an integral part of the decision-making process it becomes easier for them to envision the organisational goal within themselves which is not quite possible in either the autocratic model or the laissez-faire model. This model is a driver of discussion and participation among the leader and team members. As a result of that, it caters to the added advantage of creativity and innovation. As team members are encouraged to share thoughts and ideas this model can foster creative solutions to any problems. Team members also feel more into and committed to the projects at hand, making them more likely to care about the end result rather than just focusing on doing the job. This leadership model makes the team members or the employees feel empowered, they feel valued and unified as a unit (Gastil, 1994). It further develops and bolsters their morale which ultimately adds to their workplace performance. This model also puts less strain on the managers as there is very little managerial oversight because team members or employees are usually in the decision-making process and most of the time they know what needs to be done. 
However, there are numerous leadership models that arguably might produce better results or worse depending on the type of work and given circumstances. Now, a comparative discussion can be made using other types of leadership models with the democratic model. Moreover, the comparison can be put into test in my managerial scenario to assess if any other model would better fit my role as a manager.
First, let’s take into account the Coaching Leadership model which was designed by Paul Hersey and Kenneth Blanchard who argued a coaching leader is someone who can swiftly understand the team members’ strengths, weaknesses and other aspirations. In this model, the leader takes his/her time to assist team members in setting goals and provide them regular feedback. This model in today’s world is very much underutilised; even though the effectiveness of this model cannot be questioned (Hicks, 2013). However, it is not possible from my position to adopt this leadership model because it is a very lengthy process and requires one-one conversations and discussions which is not suitable for deadline-oriented work.
Second, designed by Robert K. Greenleaf servant leadership model argues that leaders should emphasise on the people-first mindset. It further argues that when team members are satisfied both at the personal and professional level they deliver the best kind of work (Eva et al., 2019). Even though this kind of leadership model is great in the non-profit sector, it is not that suitable in the for-profit sector because it is seen more often that servant leaders get burnt out due to putting the needs of his/her team members before their own. Moreover, it puts further restrictions down the road for the leader, for example in times of dire need when the leader must act in an authoritarian manner, the member might resist and protest.
Third, described by Daniel Goleman, the pacesetting leadership model mainly focuses on performance. In this model, leaders set high standards for the team members to achieve and also hold them accountable for their achievement of the goals. This model is best suited for a very fast-paced work environment where team members are highly skilled and need little to no guidance (Pathak, 2019). It is however is unsuitable for my case because it poses the risk of making the employee’s stressed out due to high pressure and can create unhealthy competition among team members which may eventually cost in the long run.
Fourth, popularised by James MacGregor Burns the transformational leadership model is very much like the coaching model. This model focuses on setting up proper communication in all channels, clear goal and motivation for team members (Lai et al., 2020).  However, in this model there is increased emphasis on setting targets made by team members rather than the leader, it may create a disturbance in the overall vision and the long term goal of the organisation. For my role as a manager, I cannot opt for this model as this requires constant and consistent feedback and transformational leaders often have to focus on individual needs. 
Fifth, drawn from the ideas of Max Weber, in a transactional leadership model, a leader is dead-set on performance much like the pacesetting model. In this model, the leader often sets predetermined incentives for team members. For example monetary reward in terms of success and disciplinary action or cut off from bonus in terms of failure (Hussain et al., 2017). However, this differs from the pacesetting model as leaders in this model focus on mentorship and instruction. But this model is unsuitable in terms of my managerial role, as this model cannot foster motivation to employees who are not incentivised by money. Also, as me and my organisation runs on a long-term goal, this type of short-term goal-based model can be harmful towards both the organisation and the team members.
Sixth and finally, bureaucratic leadership model which also inspired by the ideas of Max Weber is a leadership model similar to the autocratic model where team members are expected to follow certain written rules and procedures. This type of leadership creates fixed duties and forms a formal hierarchy giving each employee a fixed set of workloads (Callahan, 2017). There is very little chance for collaboration or teamwork. This leadership is mostly seen in government or healthcare work settings. This model is unsuitable for me as this model is very restrictive towards fostering creativity. This model also prefers status-quo which can be very dangerous in a fast-paced world like today (Callahan, 2017). This also hampers the dynamic nature of the workplace and creates a very formal and cold workplace environment where there is very little chance of personal and professional development.
Now, coming back to my preferred leadership model, the democratic leadership model is suitable for my managerial role because first of all, it encourages participation. Participation not only makes the team members feel heard but also it sometimes helps to identify a narrow managerial vision and helps to find a broad and more effective solution to problems. This model also allows for more efficient problem solving as there is more than one mind working towards the same goal, the potential number of solutions increases (Gastil, 1994). This model also builds meaningful team relationships and increases overall morale and job satisfaction. These are some aspects of the model that I can cross-match with my own managerial role and verify its effectiveness. There’s no room for corruption due to the closely-knit bonds and group-learned honesty. However, as mentioned earlier only this form of leadership cannot steer the ship all the time and sometimes variation in leadership model implementation has to be brought in order to address the ever-changing needs and demands from various stakeholders of the business. But as a guiding principle and structural framework, this model has proved itself to be the most effective in my role as a manager. 
4. Assessing my own ability to set direction, motivate, delegate and empower others to bring about a workplace change

4.1 [bookmark: _Toc76689132] Assessing my own ability to set direction

My role as a manager necessitates me to create specific directions and also to communicate these set directions to my employees and the groups. In order to effectively do this it requires me to use different types of methods. Hersey and Blanchard’s situation leadership model is one of the models that I found very effective in this regard. This model has two major components one is leadership style and the other one is the maturity level of the team (Thompson and Glasø, 2018). These two elements then are broken into a four grid system as shown below. 
[image: ]
Figure 1 Hersey and Blanchard’s situation leadership model

It is often seen that in a working day I end up using all four components of the leadership grid. For example, I might use telling where the situation at hand is of very importance and cannot be disturbed at any cost. As mentioned earlier, a change in the firm in processing communication was met with heavy resistance and for that, it required me to implement a written instruction. Also, I had to carefully monitor the progress of the developing situation and its outcomes as there was a lack of willingness on part of the team members.  And for that reason, I needed to provide firm and strict direction in terms of “telling”.
I can draw an example of “selling” from any new initiates that are taken to bring in customers. The team members, without few exceptions, are always willing to learn and take on challenges. But many times they lack the skill and ability to bring in customers due to their lack of experience in the field. That is when I provide hands-on explanation and training and assure them of my presence in times of need and problems. 

The “participating” aspect was used when we were deciding to design a structure for our customer complaint management system. I set up a team meeting to exclusively discuss the ways in which we can structure our complaint management system that aligns most with our organisational value, goal and objective. As the team members have solid fieldwork experience and close proximity with the customers, they were more knowledgeable to their requirements and they could provide such intricate information that is not usually available to the managers and the CEOs.  Moreover, through team discussion, more than one solution was at the table and finally, a combination of all the solutions was used to design a holistic complaint management system.
As mentioned earlier, in my role as manager delegating can be very challenging. Moreover, I have the inherent fear of losing sight and control over any given task if I choose to delegate. It is mostly due to the fear that if something goes wrong in the process of delegation, I would have to take the whole blame due to being the manager. However, having strict deadlines and a small team also prevents me from choosing this aspect of the grid. But even so, sometimes I end up delegating work to the employees whom I trust the most and believe that they will not fail. 
As I work in close proximity with the employees and our team size being relatively very small, I feel we have a very strong communication system. We are in constant contact with each other and even at times, it is seen that we don’t even formally call for scheduled meetings rather work on ad hoc basis. However, this can create a formal communication gap in the long run. So, to remedy this situation I have recently created a schedule of monthly meetings that will help us keeping the formal environment intact.
4.2 [bookmark: _Toc76689133] Assessing my own ability to motivate, delegate and empower others to bring about a workplace change 

When I took on this managerial role position I got a sense of dissatisfaction from the staff. The more I got to learn, the more I understood that my predecessor only supervised the business aspect of things and did little to nothing regarding staff management. For that reason, the overall feeling among the employees was not as well as one would hope. The staff felt they were not supported as much as they should have been supported and their work morale was down as well. 
Without wasting any time, in my first week at the position, I took the time to get familiar with the staff and tried to listen to any problems or issues they might have had. Even though they talked about several issues, but when I generalised their issues I found out the root cause of their problems lied with being unsupported by the higher management and they were very demotivated. 
Coming to motivation, the term “motivation” generally means to stimulate encourage and inspire an individual or group of people to achieve something or to work towards a goal (Tanner, 2020). Herzberg in his famous paper identified the factors which motivate people and subsequently developed a theory that is now known as the Herzberg motivation-hygiene theory (Marie Giese and Bola Avoseh, 2018). Herzberg argued that the presence of some hygiene factors can lead to increased motivation whereas the absence of some hygiene factors might lead to dissatisfaction. Herzberg in his identification of hygiene factors argued for reasonable supervision and relationships. He further identified motivators like achievement and subsequent recognition.  Using Herzberg’s theory, it is relatively easy to understand why the team members lost their motivation and felt unsupported. But using my leadership style and the mixed method of Lewin’s model, I saw a very gradual progression in the overall team morale. I have taken a policy of keeping my door open for anyone at any time, meaning any employee or worker can come to me and raise any issues at any time. I have always been open to new ideas and made sure that the team members’ voices get heard. Not only that, but I have also made sure that they get the proper recognition for their contribution. Moreover, as a policy employee’s individual and group achievements are recognised and also rewarded. For example, everyone gets Christmas gift cards and all birthdays are celebrated in the office. In line with Herzberg’s theory, I believe that for this appreciation and support they get from the manager, they will go an extra mile for any given job. They will not feel suffocated and powerless rather they will feel motivated and empowered.  I can draw an example from my experience here that how support and motivation are reflected in a reciprocal manner. I asked one of the employees to do a few extra hours in order to cover the sick leave that she took weeks prior. In reply, she said she would willingly cover the extra hours because she got the support and help whenever she needed and the management was always flexible when she needed emergency sick leave.
Coming to delegation and empowerment, delegation in its simple terms can mean the act of entrusting a certain task or responsibility to a person or a group who is in an inferior position from the person who is entrusting the task and empowerment in its simple terms can be regarded as the act of providing a person or a group the authority or power to make decisions and take responsibility for any given task (Hoff, 2019). As mentioned earlier, I believe I lack some critical skill in terms of my delegation methods. I mentioned I feel less threatened and worried when I delegate my subordinates to bring in new customers but I rarely delegate on the work that is done because I feel too responsible for any mishaps that may or may not happen. But I need to improve my skills in terms of delegating core responsibilities. I do understand that working in this manner might result in demotivation of the team members and I also understand this is not the most efficient of getting things done. I have had some bad experiences in delegating before which resulted in a terrible loss for the organisation and it created a fear in me. That is why I believe this is the crucial area of leadership where I have to develop. As my previous delegation models lacked clear planning, vision and were done in a hurried manner, from now on I will ensure that proper time and scope is given to the team members, so that they can understand their roles and responsibilities better. In order to do that, I plan to use a delegation planner because I believe the planner will help create step by step procedures and also ensure that the whole process is not done in a hurried manner. It will not only reduce my worry and fear as a manager but also will empower the team to take core responsibilities of the organisation.
[bookmark: _Toc76689134]Conclusion 

It is important to recognise and understand different kinds of leadership styles, models and theories along with the situations in which they work most effectively. But it is not possible to be a true leader just by mimicking models because leadership is not only about providing specifically designed responses to specific problems. Rather it is about using one’s natural leadership strengths with the help of theory and model to provide substance.  The greatest and biggest leaders of today’s world are the true example of this. Most of them did not mimic any specific model rather they stayed true to themselves and took aspirations from established models. A true leader must be able to adapt any leadership styles to any situational requirement, moreover, a leader must also be able to set direction, motivate, delegate and empower others in order to assure positive workplace culture.
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