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Leadership styles and theories play a crucial role in shaping organisational culture and employee dynamics, especially in an industry such as ‘ Coty’ ,  a global leader in beauty with a portfolio of 77 brands sold over 150 countries over the world and is committed to building a workforce that is as diverse as the community they serve , hiring people with different backgrounds, multiple generations, and genders  to build a diverse and inclusive workplace .(COTY. Inc.)
This assessment aims to explore the influence of leadership style and theory on the fore mentioned and examine literature  and offer workplace examples to illustrate the impact of leadership on diverse dynamics. It will also seek to examine the most influential leadership styles to best direct, motivate and empower followers with self-assessments performed to demonstrate one’s leadership style.




















[bookmark: _Toc137587063]1.Critically Assess a recognised leadership model or theory in relation to its ability to impact on an individual’s workplace performance 

[bookmark: _Toc137587064]1.1 Definition of leadership.

Leadership according to Lawal, (1993) is the practice of inspiring others to work willingly and confidently towards organisational goals. Leadership is generally defined simply as the art of influencing people so they will strive  proactively towards the achievement of group goals. Goleman,(2014) organised leadership behaviours into many of the styles that are most recognised today. His aim was to identify the most successful leadership behaviours within different scenarios to achieve the best results.
For an effective leadership approach, some factors have a direct influence, such as communication with others, which is a necessary skill to have. Other factors include trust and respect. This concept, however, can be expanded to include interpersonal and technical skills and a desire to work with conviction and enthusiasm in addition to a desire to do so. However, because leadership is founded on human relationships, communication with others is essential for success in an organisational setting. (Adebakin & Gbadamosi, 1996)
‘Coty.inc. ’a global beauty brand with over 70 innovative products, digital campaigns, events collaborations and in store implementations  promote growth, brand equity and consumer loyalty, the aim to be pioneers in the beauty industry . As referred, within a self-assessment questionnaire ( appendix 1) directs results to a democratic type of leadership style. (Lewin, n.d ). Leaders at Coty are concerned with developing people as well as the skills required to reach their full potential. We champion our values by fostering a work environment in which our colleagues can excel, develop, and thrive as their individual selves consistently look to the future, striving to capitalise on one’s uniqueness.




[bookmark: _Toc137587065]1.2. Democratic leadership Style

By applying a Democratic leadership style also known as ‘Participative Leadership’ seeks to actively participate with team members in discussion-making processes, whilst seeking opinions and suggestions before making decisions that affect the group. (Lewin, n.d)
An example of this can be seen within ‘Coty’ as the marketing team is working on developing a new skin care and make up range targeted towards the younger generation. The team is faced with selecting the products, packaging design, brand messaging and targeting the market positioning .
By implementing a democratic leadership style will facilitate in increased creativity and diverse perspectives by allowing different team members to participate in the decision-making process. Therefore, by adopting this style allows for a wider range of creative ideas and perspectives by allowing different team members to contribute their unique insights and expertise These skills  assist in leading to innovative and well-rounded solutions. (Lencioni,2002 )
 By enhancing employee engagement  and involving team members in decision making fosters a sense of ownership and empowerment (Morgan et al,2012)This results in a  feeling of being valued and more engaged leading to increased job satisfaction and motivation, which can be seen to result in higher levels of commitment and dedication.(Olson,2015)   
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However, this leadership style can be somewhat time consuming as it requires one to be able to actively listen in discussions and team meetings.  Occasionally, this can potentially be a cause of conflict and disagreements as multiple perspectives increase this likelihood.  (Behfar, et al,2008)    The act of balancing different perspectives and finding a consensus can be challenging and may require oneself to facilitate conflict resolution strategies such encouraging all participants to actively listen to each other’s perspectives without interrupting, giving each person the opportunity to express their thoughts and feelings fully. (Polito, 2013) By modelling these active listening practises and summarising to demonstrate understanding helps to creates an atmosphere of respect. Whilst helping to foster an environment where respectful dialogue is encouraged, this act can facilitate mutual respect by encouraging employees to express their opinions openly and honestly, whilst discouraging personal attacks or derogatory comments and providing constructive feedback to guide their understanding of the impact their words might have on others. (Posthuma,2012)
Trust and collaboration are essential for building strong relationships. (Gillespie & Dietz, 2009) Mutual trust plays a significant role in trustworthiness within teams and individuals. (Ferring et al,2008) Employees who have trust in their leader perform  more effectively and have a high level of commitment. Furthermore, when communication and cooperation is reciprocated  this results in a  shared respect and appreciation of one another.(Rawls, 1971)  According to extensive research , trust is the most examined facet of leadership and comprises of a person’s values and beliefs , following with personality traits which can determine how a person conducts themselves within daily behaviours and actions. (Ben-Ner & Halldorsson,2010 )
Building trust is regarded as a high priority function, however establishing, and retaining trust is a difficult task, and the traits, attitude and the leadership style undertaken and one’s own talents all play a critical role in establishing a perception of trustworthiness. By implication, a leader’s “daily deeds” holds an important facet in how a leader is regarded and the performance of the team. Poor leadership skills can underestimate an employee’s trust and confidence resulting in decreased performance. (Lewicki et al, 2006) 
This form of leadership is also seen within ‘Google’ By adopting a democratic leadership style they employed an individual with knowledge and experience to jump start their internet search process, which in turn resulted in recruiting additional experienced talent .(Google.com) This leadership style is often characterised as the style that encourages collaboration with fellow leaders and team members, in other words, every team member is allowed to participate in the decision making process. Whilst this style is very motivating for most compared to an autocratic style which would be better equipped in working with lesser experienced and newer recruits where tasks and supervision is required. The democratic leadership works best when little or no supervision is required. (Northouse,2019) 
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Transformational leadership can be seen when ‘leaders and followers’ make each other advance to a higher level of morality and motivation. (Burns,1978, Bass,1985, Bass & Avolio, 1994) This theory of leadership assumes that the leader puts all self-interest to one side to facilitate with their team members to guide through influence , inspiration, and motivation to perform to  the best of their ability and exceed their own expectations within a shared project. (Northouse,2001) 
Due to the nature of The Covid-19 pandemic (Gov.uk) caused a significant impact on ‘Coty’ a global beauty brand. The shift to remote work during the pandemic necessitated in a revaluation of one’s leadership style to effectively manage and communicate with remote teams, whilst the future of the organisation changed dramatically, and newfound solutions were adapted.
When leading a global beauty brand with remote staff , it is crucial to adopt a leadership style that promotes effective communication, collaboration, and employee engagement. (Bass, & Riggio,2006)           Therefore, by implementing a transformational leadership style, provides the opportunity for leaders through their strength of vision and personality,  to inspire and motivate their followers to change expectations, and  perceptions to achieve their full potential and reach their goals. (Avolio et al, 1988)      
[bookmark: _Hlk137582008]As a leader, in a situation where employees must work remotely, where one to one’s are weekly through digital platforms such as Zoom and Teams and physical interactions are only deemed necessary when training and mentoring is needed. Thus, it is essential to implement the best theory that focuses on building strong relationships between leader and follower, where interaction is limited. Contrasting to the transactional approach where the basis is on ‘give and take’ and not on one’s ability to make changes through example, and vision. (Northouse2001) Furthermore, Burns (2004) describes this leadership, as one who can move followers up on Maslow’s  (1954 ) hierarchy, but also from their own benefits as this is essential in leading in a remote environment where employees may feel isolated or disconnected from their team. 
An example of  transformational leadership can be seen within ‘Amazon’, similar to the beauty organisation Amazon operates under the instruction that the customer is’ king’.  Jeff Bezos is known for his transformational leadership style. Through this leadership style, he was able to create a customer-driven environment at Amazon by splitting his workforce into small teams, making them focus on different tasks and problems, and improving communication across the organization1. Bezos developed a knowledge or understanding for the needs of customers and with this acquired knowledge he was able to transform Amazon to focus on these needs of the customers He has consistently articulated that one of Amazon’s core values is to think longer-term than most companies (Amazon.com)
This theory emphasises the importance of communication, which is essential in a remote work environment , according to a study 46% of Remote workers believe the best leaders are those who communicate regularly.(Spreitzer,2017) As a leader communicating clearly and frequently to ensure that everyone is on the same page and goals are being met is imperative.  By using the Transformational theory, leaders can build strong relationships whilst inspiring and motivating their followers, it suggests, that leaders are idolized  in the sense that they are a moral example of working towards the benefit of the team and organisation, whilst additionally focussing on developing their skills and abilities and by offering training and coaching with ongoing feedback to be able to effectively succeed. (Northouse,2001) A study of transformational literature suggests individuals who exhibited transformational leadership were more effective leaders with better work outcomes (Northouse,2001)
[bookmark: _Hlk137063361]However, further research assumes that this theory is based on the notion that people are born with leadership skills such as  ‘The Great Man theory’  and for this reason offers the belief that the qualities required are not ones that can simply be taught.(Spector, 2016) It suggests that the characteristics to be a good transformative leader can’t be taught. However, critics suggest that society has since transitioned to the concept that leadership can be learned. (Rao, 2014) Therefore this  could suggest that a transformational model challenges both notions.










[bookmark: _Toc137587067] 2.Evaluate own ability to use a range of Leadership styles in different situations and with different types of people, to fulfil the leadership role.  

Leadership is an essential aspect of organisational behaviour that involves influencing, guiding, and motivating employees towards achieving organisational goals. Effective leadership requires an individual to be able to use a wide variety of leadership styles in different situations and with different types of people. (Aronson,2001) According to a self-assessment  Leadership style questionnaire (Appendix 2)  results showed a high level of empathy together with the ability to gain trust by being open and honest, with a consistency between words and actions. Whilst communication techniques show the ability to articulate and use open dialogue to ensure information flows effortlessly and encourages effective collaboration. Whereas, resilience, due to past experiences and being met with challenges and setbacks have enabled the ability toward being adaptable to change and being able to persevere in the face of adversity. Additionally,  this also reflected in a study of five team members that inadvertently showed that believing in oneself was a barrier in perceiving one’s leadership style .(Appendix )

[bookmark: _Toc137587068]2.1. Generational differences

Generational aspects can have an impact on leadership styles as differences can shape an individual’s values , attitudes, expectations, and communication preferences .(Wood, Wood, 2004)             Leadership theories play a crucial role in shaping organisational culture and employee dynamics, especially in an organisation such as ‘Coty’s which often incorporate a diverse workforce encompassing multiple generations.(Bass & Riggio, 2006)
Situational leadership Theory suggests that effective leaders adapt their leadership style based on the willingness and maturity of their followers.  This theory acknowledges generational differences and encourages leaders to adjust their communication approach accordingly. (Hersey, Blanchard & Johnson,2008)
Different generations are seen to have different communication preferences and styles .For example the older generations such as Baby boomers/gen x affiliate with an acroatic leadership style where they are told what to do, whist millennials/generation Y are used to voicing their opinions where in previous generations this was frowned upon (Tulgan, 2009 ) However to encourage shared visions, a  leader is needed to inspire followers by communicating a vision that aligns with each generation together with the brand mission and statement. Being able to inspire, leaders  need the aptitude to alter their leadership style to meet the unique needs of each generation, For instance, it may be the ability to facilitate more guidance  and structure for younger followers, while allowing more autonomy for more experience mature followers.(Katz, 2017) It is crucial to allow the younger generation to teach the older generation about digital technology and the importance of digital communication platforms this would facilitate knowledge by sharing through online collaboration tools , virtual meetings and regular email or messaging tools . By implementing these strategies , the leader would create an inclusive work environment that would maximise the potential of each generation . This reverse coaching style gives the younger generation the opportunity to share their expertise in technology with the older generation who have often used ‘soft’ skills such as communicating through older channels, to embrace hard skills such as technological competencies and recognise the importance of digital communication this would facilitate knowledge by sharing through online collaboration tools , virtual meetings and gather regular updates via email. (Tulgan, 2015)    
[bookmark: _Toc137587069]2.2. gender
The beauty industry has historically been associated with gender stereo types, with females being the primary target. However, transformational leadership challenges this bias as leaders actively promote a culture that recognises the contributions of all followers regardless of gender .(Bass et al, 1996)
Assessing whether a female is better suited to leadership within a beauty brand compared to a male involves considering various factors such as leadership styles, organisational goals, and individual  capabilities.(Eagly ,2018) However, it is important to note  that leadership is not solely dependent on gender but by a combination of skills, experiences, and personal qualities .  Nonetheless there are still multiple assumptions and expectations about how a leader should appear and act like, and these frequently conflict with traditional duties and expectations placed on women. (Eagly et al, 2020 ) 
As a result, many women may believe they do not fit the into the stereotype of a leader and hence lack confidence in pursuing leadership positions. These preconceptions , however, seem to be shifting , as recent studies have indicated that men view woman as equals. According to a current study( Appendix 3) of male and female participants asserted that women in leadership roles are regarded as being just as effective as men .(Schein, 2001) Additionally, women were assessed as excelling in taking initiatives , acting with resilience , practising self-development simultaneously demonstrating integrity and honesty . In fact , they were deemed to be more effective in 84% of the competencies that were assessed , however men were seen to be judged to be superior in two areas,  strategic perspectives in addition to  technical expertise. However, an alternative review of the same data revealed that when women are requested to evaluate themselves , they are less giving. In fact, rating ourselves as having lower confidence than males ,especially with  women under 25 . nevertheless, it shows at the age of 40 the confidence ratings converge. (Zenger, Folkman, 2019)
This suggests that it is very likely that self-confidence and not having sufficient role models to emulate is the issue and not that woman aren’t capable of leadership roles. This could explain meta-analytic studies that reveal, on average, women are most likely to lead democratically, whilst demonstrating transformational leadership, serving as a role model by being more empathetic while the potential to influence other woman scores higher on measures of leadership effectiveness. (Vinnicombe,  Blake-Beard & Moore ,2018) , It is important to note that there is a degree of difference in perceptions between Gen Xers and the silent generation however the view is similar across generations. (Stewart et al,2017 )
As a leader who identifies as being female , it is important to challenge these assumptions by speaking up to educate other women and change this bias attitude . One option is by sharing experiences and empowering women in not allowing preconceptions to erode their self-confidence , be proud of their accomplishments and take gratitude in their successes.
 Women are often underrepresented in leadership positions, face gender bias and discrimination and are sometimes paid less than their counterparts. To bridge this gap, there are several steps that should be drawn upon . firstly , organisations can implement policies to promote diversity and inclusion in their leadership teams, increasing transparency in hiring and promotion processes and offering mentorship and training programs for women, this can include workshops conferences and other initiatives to promote gender equality. Thirdly , women themselves can take the necessary steps to develop leadership skills and build networks , such as seeking out mentorship opportunities and taking on leadership roles within their organisation whilst advocating for themselves and other women in the workplace.





[bookmark: _Toc137587070]3. Assess your own ability to set, direction, motivate, delegate, and empower others.
Emergent Leaders within a beauty brand refer to the phenomenon where individuals within an organisation naturally assume a leadership role based on their capabilities, expertise, and influence, rather than being a designated manager or leader through hierarchical structures. it is a concept that highlights the importance of informal leadership and recognises that leadership can come from various levels and positions. (Bennis, Nanus, 2009)
By referring to Blake & Moulton, (1981) Questionnaire( Appendix 4.) This model basis itself on two behavioural dimensions, a concern for people where team needs are first and foremost and concern for results, the  emphasis on objectives and productivity . Team management is considered the most effective leadership style This reflects as a leader who is passionate about their work and does their best for their followers. This is indicative of one’s leadership style where prioritising both organisation needs and being mindful of others. According to this concept where concern for both followers and results is high , employee engagement and productivity are likely to be exceptional. Is viewed as a crucial component of transformational leadership.  However, whilst it does not fully address which leadership is best it is an excellent point to begin to evaluate one’s own strengths and weaknesses.
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Leadership is the process by which leaders guide, direct and influence their followers work in the intended direction .Additionally encompasses the ability of the leader to instil confidence and enthusiasm amongst one’s team. (Bass,1985) Alternatively, interpersonal skills support a leader to influence followers to achieve goals. Furthermore, leaders must maintain their focus on the foreseeable future whilst encouraging their teams to reach their goals. (Burchell, Robin, 2011)           
 Research maintains there are four main leadership functions. Planning, organising, directing, and controlling are some instances. Thus, in any organisation directing is a crucial function, . Furthermore, directing assists leaders in ensuring high performance whilst simultaneously achieving organisational objectives. (Guo,2022)
As a leader, by utilising a transformational leadership style gives the ability to inspire and motivate their followers by creating a compelling vision , for instance , a transformational leader can communicate this vision to their followers  by highlighting the brands values, purpose, and long-term goals. Additionally setting high expectations for themselves and their followers by using encouragement, through effective communication whilst  simultaneously advancing their followers to reach their full potential. It is imperative that the leader understands the strengths and weakness of their followers to provide individualised support and guidance to  develop and overcome personal challenges (Goleman et al. 2002) This theory  focusses on individual growth and development while furthering a positive and collaborative work environment. (Northouse, 2019) Transformational leadership fosters a collaborative and empowering work environment , whilst encouraging open dialogue and respecting diverse perspectives setting positive examples by embodying the values and principles of ‘Coty’ However , whilst this form of leadership style can be highly effective, it is important for leaders to adapt their leadership style based on unique circumstances that may arise and be prepared using experience and knowledge to lead in the best way possible. (Bass, 1996)







[bookmark: _Toc137587072]3.2. Motivation

An effective Leader is responsible for monitoring guiding and motivating followers through strong communication skills. This additionally supports in ensuring that followers work towards organisational goals.(Buchannan, Huczynski, 2019)
It is never easy to lead a collective of individuals with different traits. However, to lead a team, you must understand what motivates your followers and  how they respond to feedback and praise, and what tasks are a good fit for them.(Fazio et al,1983).  Mayo(2011)Human relations theory  emphasises that motivation is a want or need  and most followers find it through personal attention and being part of a team than a monetary value. 
McClelland's(1961) needs theory , also known as Acquired Needs theory suggests that followers are driven by three primary needs , Achievement, affiliation, and power. These needs influence behaviour and motivation in the workplace  However, this theory is not the only theory of worker motivation, Sirota's Three-Factor Theory( 2005) also identifies three motivating factors that employees require to stay motivated and excited about their work: equity/fairness, achievement, and camaraderie.
According to Sirota's theory, (2005) we all start a new job with a lot of enthusiasm and motivation to succeed. However, as a result of poor company policies and working conditions, many of us lose our motivation and excitement over time. However, this contrasts with McClelland's theory, which states that we all have a dominant motivator that propels us forward, and that motivator is influenced by our culture and life experiences. that are acquired during our lifetime.(              )
However, despite its longevity and apparent popularity, it is not without criticism. For example, critics of constructs concerning growth and integration believe that there is no inherent direction to development and that behavioural regulation and personality are a function of reinforcement and current contingencies. (Skinner, 1953). For them, the appearance of structure is due to personality's associated but not assured tendency, but rather the fact that contingencies are put in place; similarly, contemporary social cognitive approaches portray personality as a collection of schemas that are activated by cues rather than self-unifying systems (Bandura,1989).
According to Mc Gregor (1960) if your followers dislike their work and are unmotivated , you will likely use an authoritarian management style. This method considered very ‘hands on ‘ and frequently entails micromanaging followers  to ensure it is done correctly. However, in contrast, as a transactional leader trust is undertaken that followers take pride in their work and perceive it as a challenge. Leaders who follow the Theory Y  approach believe and have confidence in their ability to take responsibility of their task and complete it efficiently on their own. Theory Y leaders have a positive attitude towards their followers and employ  a distributed participative management style . this enables more trust and collaborative relationships . Research suggests that if followers are given more responsibility and encouragement that it enhances their skills and promotes open communication.(Bailey et al, 2017) However, unlike Theory X where followers are managed. Although both leadership styles are capable of motivating employees the effectiveness of each depends primarily on the requirements of the follower. 
For instance, Theory X may be utilised for new employees who may need supervision and coaching or circumstances that necessitates the need for control such as an emergency . However, when managing followers who are experienced and used to working on their own initiatives and require no direction if this theory was used would decrease motivation  and potentially damage working relationships . In contrast, if you choose Theory Y strategy that provides followers too much freedom, they may deviate from their core objectives and lose focus. Additionally, less motivated employees  may also take advantage of the more relaxed working environment . Thus, should this  situation occur, it would be necessary to reclaim back some order to ensure that all followers are reminded of their team goals and organisation objectives. 
 An example of this can be seen when trying to understand and meet the needs of one’s followers. For instance, active listening is a priority to be able to provide support and guidance whilst offering opportunities for professional development. By fostering a supporting and nurturing environment helps the leader to achieve motivation so their followers can excel in their roles and performing within organisational (Arshad,2021) 
In summary, these leadership styles can be highly effective in motivating followers and achieving optimal results. By prioritising the needs of one’s followers, strong relationships can be made, that assists in fostering collaboration whilst supporting personal and professional growth this inspires and motivates individuals to give and achieve their best. 




[bookmark: _Toc137587073]3.3. Delegation.

Delegation can be defined as a process by which a leader transfers responsibility for successfully executing a task to another person or persons. Delegation is considered a crucial leadership skill  Hence, the failure to effectively delegate, you may become less productive as a leader and may be unable to focus on the longer-term issues that require your attention. From the perspective of your followers, it will appear that you do not trust them, and they will not   be given the challenging tasks required to advance their careers.(Bennis, 2009)
Delegation can play an important role in staff development in addition to improving the overall performance of a team, group, or organisation.(Taylor, 1986) Delegating the execution of a task to another person provides that individual with an opportunity to improve their skills and competence in a specific arena. As a result, that person's self-confidence may improve, which may be applied to other situations.  when a leader delegated an important task to another, the leader communicated to the team member that he or she was valued and respected. Delegating an important task allows the leader to foster greater alignment and commitment to the organization's overall goals. However, Taylor, (1986) scientific theory, emphasises the importance of workplace efficacy  and suggests that it can be easy to ignore the human and consider them a mere production unit.
As a leader it is imperative that a clear understanding of the communication process is achieved with timelines and needs for resources are identified and addressed, and the requirement for strategies to address these obstacles are developed by oneself and their followers.(Sinek,2011)
Once the task is clear in the leader's mind, the next step is to select the appropriate individual with the necessary skill set to complete the task successfully. In doing so, the leader must assess each follower’s ability as well as their motivation to achieve the goal.(Maslow,1943) In other words, the leader should assess the level of competence of others and decide how closely or loosely to involve themselves in a delegated project. Although it is generally advised to avoid micromanagement, there are no easy ways to determine how involved to be. The level of development of the team member, as well as the difficulty of the task, will influence the timing and nature of the leader's involvement. Other pitfalls include insufficient resources, failing to measure progress along the way, and failing to celebrate "small successes" in order to maintain momentum and positive energy. It is best for leaders to describe the desired outcome and then delegate the task to the person who will figure it out. (Hershey and Blanchard, Johnson,2013) describes an order of leader behaviours, one of which is delegation. The first, "directing," entails the leader exerting the most control and involvement by telling the team member what the desired outcome should be and then precisely how to achieve the goal. This style is recommended when a team member is new or is not highly motivated. The second style, "coaching," requires more interaction and engagement, such that the leader may engage in two-way communication to determine the best way to achieve the goal.  The third style, "supporting," tends to lean towards seeking the team member's input on the best approach to the task. Finally, the "delegation" stage of the model suggests a more "hands-off" leadership style. Each of these four styles may be used as tools by the leader depending on the skill and will of the team member, which may evolve over the course of the project. As the project progresses, the project context and external pressures for project completion and quality considerations may influence the choice of leadership styles. Delegation is a fundamental leadership skill. This skill, like others in leadership, can be practised and improved over time. Effective delegation can be an important part of an organization's approach to workforce development because it can help to improve the team's competence, confidence, and commitment. Furthermore, effective delegation can help leaders improve their own skill set to improve team engagement. 
However, whilst Delegation is a powerful leadership skill that may enhance employee engagement and retention. Dumping has the opposite effect and can result in negative outcomes, employee disengagement, and turnover. Delegating entails entrusting others with tasks and responsibilities, as well as giving them the authority and control to make decisions. Dumping is a completely different narrative. It involves assigning uninteresting tasks or mundane duties to others who are lacking the competence to control the entire procedure. Giving responsibility without authority creates frustration, dissatisfaction, and employee turnover. Therefore, failure of the leader to paint a very clear and detailed picture of what success should look like can be a major source of frustration for all involved. If the delegation process is to be successful, the leader must be very clear about their expectations.(Guo, 2022)
 Therefore, as Recent research suggests the "Great Re-set" and "Great Resignation" taking place in most workplaces around the world inclusive of  Generation X, Millennials, and Generation Z are looking for a workplace where they can reconnect, thrive, and grow. Followers are seeking meaning, belonging, personal development, and career advancement at work.  Hence ,leaders should seize this historical moment and use tools like effective delegation to engage employees' minds and hearts. Employees will want to advance their careers if you foster a workplace culture that values coaching, mentoring, and career development.(Stewart,2017)


[bookmark: _Toc137587074]3.4. Empower
. 
Leadership Empowerment is defined as the recognition of a team's worth by providing them with the resources they require to succeed,  Follower empowerment boosts confidence and allows for more precise project execution with the ability to perform their jobs autonomously. (Spreitzer,1995) 
 By adopting a transformational leadership style gives the opportunity to empower followers within ‘Coty’ This style focuses on inspiring and motivating followers to achieve their full potential and go beyond self-interest for the benefit of the organisation. It involves creating a vision, providing support and encouragement, and fostering a sense of empowerment and personal growth amongst followers. (Bass,1990)              
As an empowering leader, using the art of communication is one of the most important traits to possess, thus establishing expectations, setting boundaries whilst expressing the need for changes to their workforce. (Baker, Gilkey, 2020) Therefore, by maintaining open lines of communication it allows the followers to request the resources needed to fulfil their duties.( Basset-Jones Lloyd ,2005) Additionally. good communication may assist the followers in feeling more confident in the leadership structure, while also developing trust makes it easier to admit mistakes. (Bailey et al, 2017) Empowering Leaders know how to inspire others via behaviour, often referred as ‘leading by example’ thus demonstrating to their followers what is expected by modelling these beliefs and actions in their daily lives. (Zenger & Folkman, 2016) For instance, to expect honesty and high-quality results from their followers a leader must endeavour to be honest at all times and contribute  a high standard of behaviour. Empowering leaders gain trust as credible role models with behaviours worthy of emulation by being considered a moral person (Brown & Terivo, 2006, Brown & Mitchell, 2010)
A theory frequently used to empower employees is self-determination theory (STD)This theory focuses on intrinsic motivation and the psychological needs that drive individuals by promoting autonomy, fostering competence, and nurturing a sense of relatedness. This in turn can lead to increased motivation, engagement, job satisfaction and ultimately improved individual and organizational performance (Deci & Ryan, 2010)
As a moral person guided by internal ethical values, its imperative to be fair and honest whilst showing concern and respect for others whilst holding themselves and their followers accountable. Research indicates that followers working for leaders who engage in ethical leadership are confident in their capabilities and possess an enhanced sense of empowerment which provides the motivational drive to be successful. (Saleem et al ,2019)    
Therefore, by inspiring, boosting morale through praise and constructive feedback whilst offering emotional support gives followers empowerment to express their ideas , take risks and contribute to the team success. 
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Fig 1.2 Illustrates the flow of” influence in Democratic leadership situation.
Figure 1.2:Democratic Leadership
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Women Are Rated Better Than Men on Key
Leadership Capabilities

According to an analysis of thousands of 360-degree reviews, women
outscored men on 17 of the 19 capabilities that differentiate excellent

leaders from average or poor ones.

Capability Women’s Men’s
percentile percentile
Takes initiative 556 482
Resilience 547 493
Practices self-development 548 496
Drives for results 539 488
Displays high integrity and honesty 540 491

Develops others 541 49.8
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Inspires and motivates others

Bold leadership
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Leadership speed
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Innovates 514

Technical or professional expertise 501

Develops strategic perspective 501

Note: The t-values of all data are statistically significant.
Source: Zenger Folkman 2019
©HBR

51

511

514




