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Introduction

The first section of this study will discuss Leadership and Management, outlining their distinctions. The report will critically assess a well-known leadership model in influencing individual workplace performance. The report will also look at several leadership philosophies identifying skills and traits needed to become a successful leader. The student will provide self-assessment questionnaires reflecting on their ability to lead in the various leadership styles. The report will finish by assessing the student's capacity to set direction, motivate, delegate, and empower others. 
2.0. 	The Differences Between Leadership & Management

According to Baptista, J et al. (2020), leadership is one of the key elements impacting an organisation's effectiveness and success across all industries. CIPD (2022) claims understanding people's motivations and using them to further a common objective is what it means to be a leader. Prentice (1961) agrees with the CIPD, claiming an effective leader can connect individual wants and interests to the goals of the group by understanding people's motivations. Similarly, Northouse (2013) defines leadership as "a process whereby an individual influences a group of individuals to achieve a common goal" (p. 43). Therefore, it seems to suggest from research one of the fundamental qualities of leadership is the ability to comprehend people's motivations using them to achieve a common goal. 
Other definitions of leadership include: "Leadership is a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organisation" (McKinsey & Company, 2022). "There are many contexts and ways in which leadership is exercised. But, according to McKinsey analysis of academic literature as well as a survey of nearly 200,000 people in 81 organisations all over the world, there are four types of behaviour that account for 89 percent of leadership effectiveness:
Being supportive
Operating with a strong results orientation
Seeking different perspectives
Solving problems effectively" (McKinsey & Company, 2022).
The student can relate their own workplace experience with one of above findings (being supportive) as the leaders within their work are constantly considering new ways to support staff further, including more flexible contracts catering to more of the employees' needs, including increasing the number of annual holidays providing staff members more time off to spend to achieve a better work-life balance. 
In contrast, Kotler et al. (2010) define "Management as the process of reaching organisational goals by working with and through people and other organisational resources. Management is the process of designing & maintaining an environment in which individuals working together in groups efficiently accomplish selected aims. Management is the art of getting things done by a group of people with the effective utilisation of available resources".
Kotterman (2006) claims although Management and leadership have parallels and overlaps, they are both distinct roles. He further implies many of the duties associated with Management and leadership may overlap, such as engaging with people. Algahtani (2014) concurs these abilities are distinct from management skills, which are used to organise, create, and direct organisational structures to accomplish goals. In contrast, leadership abilities are employed to concentrate on a prospective change through uniting, inspiring, and motivating individuals (Algahtani, 2014). According to Duggal (2022), Management entails exercising control over a group of people to accomplish a certain goal (Duggal 2022). 
Therefore, a leader in today's contemporary workplace might look to accept and follow many leadership styles from various ideas and models. Leadership philosophies contain characteristics driving leaders to embrace and present to be effective leaders. The Situational Leadership paradigm will now be evaluated closely in this study to explain its ability and how it can impact an individual's workplace performance.

3.0. 	The Situational Leadership Model

"The Hersey-Blanchard Model, or situational leadership style, was developed by author Paul Hersey and leadership expert Ken Blanchard, author of The One Minute Manager. The model is not a static leadership style. Instead, it is flexible, wherein the manager adapts their management style to various factors in the workplace, including their relationship with employees" (Hersey et al., 1979).  
According to Miller (2020), the model is an adaptive, flexible leadership approach, allowing a leader to choose whether to be more directive or supportive depending on the specific requirements of each follower. According to CFI Team (2022), the model refers to followers as the employees, whilst managers are referred to as leaders. It seems suggested by the statements made by Hersey and Miller that this form of leadership is seen as business owners, executives, and managers modifying their leadership approach in response to a follower's progress. Price-Dowd (2020) claim effective leaders that follow the situational leadership approach have adequate awareness of their subordinates adapting their leadership style appropriate to the situation (Price-Dowd 2020). Therefore, it seems to suggest according to the principles of the Situational Leadership philosophy. There is no optimal leadership style. Individuals who practice situational leadership can succeed in the face of ambiguity and confidently confront innovative challenges. Additionally, it seems three factors may be used to gauge how favourable a scenario is to a leader's success. Furthermore, Ridlwan et al. (2021) claim the three most important aspects affecting group dynamics are the leader's interpersonal relationships with group members, the complexity of the tasks given to the group, and the leader's authority and influence. The Situational Leadership Model, also demonstrates leaders are anticipated to adjust their strategy considering the degree of preparation or growth displayed by their followers (Rahadiyan et al., 2019). The flexibility of the model is thought to be one of its biggest strengths, according to Vasileva and Datta (2021). This assertion admits the lack of a leadership style used in every circumstance and everywhere. 
According to Pearson (2022), the concept promotes the development of adaptability and responsiveness in leaders by emphasising the need to match the leadership style to the level of preparedness exhibited by followers. In contrast, Rodić and Marić (2021) claim the argument acknowledges the diversity of followers' skill sets and levels of commitment and emphasises the need for leaders to adapt their approaches accordingly. Effective leadership requires considering the specific circumstances and skills of disciples to maximise their service. As per Vasileva and Datta (2021), the model's simplicity facilitates both easy comprehension and practical application; the framework comprises four distinct leadership approaches, namely telling, selling, participating, and delegating. These techniques can be utilised at various phases in the development of a group's members. Ibrahim and Daniel (2019) noted this instrument is appealing to both leaders and followers due to its adaptability to different organisational contexts and its user-friendly interface.
In contrast, Negro and Mesia (2020), suggests the model's simplicity may be seen as both a strength and weakness due to being oversimplified. The model has come under fire for oversimplifying leadership, distilling it down to an equation that does not effectively represent the complexities of real-world circumstances. Given the complexity of human behaviour and the wide range of levels of readiness, the second research by Islam et al. (2021) discovered it is probable that the four leadership styles suggested by the model may not offer complete coverage. Despite being frequently used, the Situational Leadership approach lacks strong empirical data to back up its effectiveness. 
Rahadiyan et al. (2019) claim the model primarily emphasises preparing followers; it misses other major contextual factors having an impact on a leader's performance. Vasilescu (2019) made the argument the model's applicability in complex, dynamic situations is constrained due to inadequate analysis of factors, including organisational culture, industry dynamics, and external influences. Instead, Princes and Said (2022) found, via their research, that the Situational Leadership Model places a great focus on the leader's judgement when determining the degree of preparedness of their followers. The evaluation method is biased and liable to errors due to managers' propensity to exaggerate the expertise and dedication of their workers. Ultimately, according to Woodard (2022), effective leadership requires an accurate assessment of subordinates' readiness and subsequent suitable action.
3.1. Impacts of the Situational Model on the Individual's Performance 

According to Walls (2019), effective leaders who employ a variety of optimal strategies to suit specific situations gain the ability to make sensible decisions under pressure. To inspire their subordinates to act the same, leaders must demonstrate the ability to adapt to unique circumstances, needs, and obstacles. Ridlwan et al. (2021) suggest that the model increases employee effectiveness by increasing the team's total productivity, giving team members priority, and encouraging flexibility due to adapting leadership to each team member's aptitude, drive, and self-assurance. Therefore, it seems to suggest both direct and indirect involvement of a leader is deemed necessary to improve organisational performance by assuring employee satisfaction. Additionally, Pasaribu et al. (2022) highlighted individuals might experience positive workplace performance outcomes because of the Situational Leadership Model's emphasis on adapting leadership strategies to the preparedness level of subordinates. by providing them with the appropriate training and support. For instance, a new process has been recently implemented within the student's organisation on how we process payments to vehicle dealerships once clients have finished their paperwork. Using the Situational Leadership Model, the leader would need to use the telling leadership style, which is one of its four styles. The telling style would need to be considered due to the team needing supervision and guidance when first starting to work on this new change on their job. However, in time the maturity levels will become better, resulting in the leader needs to be less involved due to the competency levels growing within the task. 

This theory of leadership, according to Vasileva and Datta (2021), heavily emphasises the leader's responsibility to offer direction and assistance from outside sources to improve performance. How effectively a person performs at work is also influenced by factors related to intrinsic motivation, such as interests, enthusiasm, and autonomy. Similarly, according to Falk (2023), intrinsic motivation is the tendency for someone to engage in an activity because they find it satisfying on the inside. It can be because they find it entertaining, amusing, and rewarding. Walls (2019) argued that the model's focus on external direction may restrict its ability to explain the importance of the inner drive for achievement. The compatibility between personnel and their given duties receives less attention in the situational leadership approach. It might not always be feasible to assess a worker's readiness for a job based merely on how well they do a particular skill. In the meanwhile, Rodi and Mari (2021) concluded employees may find it difficult to perform at their best on tasks that do not match their abilities and competencies if managers fail to appreciate the relevance of job fit and task characteristics.
Islam et al. (2021) pointed out that the model's methodology, which involves altering the leadership style following the degree of preparation of workers, may unintentionally result in a rise in subordinates' dependency on their superiors. Negro and Mesia (2020), in opposition, pointed out that if employees are continuously given orders, their capacity to use initiative and participate in autonomous critical thought may deteriorate. Over-reliance on one leader may obstruct both short-term progress and long-term success. Some detractors, including Woodard (2022), have argued that the Situational Leadership theory is unable to forecast the best appropriate leadership style for a certain situation.
A study conducted by Princess and Said (2022) suggests leaders should alter their leadership style to the level of preparedness of their adherents. It does not, however, provide explicit instructions for executing this adaptation or for predicting the consequences resulting from various leadership styles. Utin and Yosepha (2019) identified the theory's applicability is limited due to the difficulty leaders face in accurately determining which style to employ in specific situations. For instance, in the context of the United Kingdom, Vasileva and Datta (2021) discovered that cooperation and collaborative decision-making prioritising participation and consultation are highly valued. In the early phases of the Situational leadership theory, the emphasis on directive leadership over supportive leadership may conflict with the norms and preferences of British employees.
3.2. The Student's Personal View of Situational Leadership Theory/Model 

The amount of experience, knowledge, and comfort in handling difficult financial analysis are important considerations when assessing the author's degree of readiness. The performance of a person may be maximised by a leader who can perceive situations and adapt their strategy accordingly. When the student is new to the role, a leader may decide to adopt a more directive approach by giving clear instructions and support. A leader who adopts the Situational Leadership model may change to a participatory or delegating style as the individual gains knowledge and shows preparedness. Ultimately, the impact of the leadership philosophies has been adapted from the Situational Leadership Model and has been shown to have a positive correlation between workplace autonomy and higher productivity in terms of increased motivation, job satisfaction, and overall productivity while working. Baker (2020) supports this and states, “Situational Leadership results in increased productivity and heightened levels of job satisfaction”.  The student can make clear sense of this as within their place of work, the majority of the leaders within the workforce seem to adopt this approach as when facing new challenges or projects, they will assess their teams competency levels when needing to delegate the tasks for the project. Therefore, it seems to agree with what has been discussed and found on this type of leadership model as its proven with leaders tailoring the correct level of support to each particular situation and customising of how each situation is dealt with and considering where each member of the team would fit into what maturity level it makes employees feeling more valued gaining empowerment and being intrinsically motivated to drive more and produce better results in which naturally then makes the business perform better.  
This study will now begin to explain what leadership styles are and identify the styles in which the student can perform.

4.0. The Student's ability to use a range of leadership styles in different situations and with different types of people to fulfil the leadership role

4.1. What are leadership styles?
Corporate Finance Institute (2022) claims, "Leadership styles refer to the behavioural approach employed by leaders to influence, motivate, and direct their followers. A leadership style determines how leaders implement plans and strategies to accomplish given objectives while accounting for stakeholder expectations and the well-being and soundness of their team. Leadership styles have been studied in various fora to establish the appropriate or most effective leadership style that motivates and influences others to accomplish set goals."
The student has completed self-assessment questionnaires from two distinct sources concentrating on the leadership philosophies of Kurt Lewin. This has been carried out to discover what seems to be their automatic approach to leading in different situations. According to Lindberg (2021) Kurt Lewin, Social psychologists established the field's basis in the 1930s by outlining three different types of leadership conduct. These are known to be Autocratic Leadership, Democratic Leadership and Laissez-Faire Leadership.

4.2. Self-Assessment Results 

According to the results of the student’s self-evaluation (see Appendix A), the student demonstrates democratic leadership behaviour or a participatory style. Despite having the last say in choices and frequently setting the task's guidelines, they actively include their team members in the process. Since their followers are more likely to feel appreciated and involved, they are more likely to develop a trusting relationship with them. The drawback is it will make them go more slowly when there is a tight deadline. Furthermore, they could find it difficult to deal with how people react to the consultation if they detest fights or disagreements. Supporting this style of leadership, Lindberg (2021), a senior worldwide leader with more than 2,000 people, believes democratic leadership is one of the most successful leadership philosophies he has used in his career as a leader. He feels this leadership approach is crucial for the modern leader since it empowers people, encourages innovation, improving decision-making, raising employee engagement. Furthermore, “Democratic leadership is often referred to as “the best” or “most productive” leadership style and is part of several famous leadership theories such as the Lewin styles and the Six leadership styles by Goleman”. Developing this further, Villanova (2022) states, “Daniel Goleman expanded on Lewin’s ideas of leadership with his six leadership styles, adding two important elements to the definition of democratic leadership: empowerment and consensus-seeking. Team members are empowered to participate fully in group decision-making, and the process is geared toward reaching a consensus”.
Lindberg (2021) claims that students can minimise some of the drawbacks of democratic leadership by alternating it with other leadership philosophies, particularly the six Goleman-described leadership philosophies, which also include the coaching leadership style and the visionary leadership style.  Although some of these additional leadership philosophies have not been linked to certain behaviours that students may exhibit within their self-assessments, the student feels he may still be able to connect to specific instances where some of these further leadership philosophies may be needed within his workplace (see appendix c for further information on this). 
The student concurs with the findings they possess the skills necessary to lead democratically because they believe in many contexts, they successfully exhibit the qualities and features making up this sort of leader that were previously described. For example, when the student meets with their departments to propose a new change to a process, they will look to allow everyone to participate, facilitating an open exchange of ideas, and encouraging conversation.  A study by Charles J. et al. (2021), findings identified employee participation in decision-making as a useful strategy for raising productivity. According to their research, it is better to include all employees in decision-making since this enhances commitment among workers and fosters innovation and creativity inside the company. 
In contrast, although the student's self-evaluations indicate they have a democratic leadership style, its found to be not effective in all situations. Villanova (2022) claims a democratic leadership approach results in slower decision-making necessitating forming alliances and reaching a team consensus rather than when a single leader makes decisions about the course of an organisation alone. For instance, in the student's place of work, when it comes to a time when everyone must contribute to the decision-making process, it could be harder to reach a quick decision. When business decisions must be made quickly or deadlines are involved, the time required to schedule meetings and discussions can be damaging to the company due to not hitting the monetary targets for profits within the time given.
In the second questionnaire (see Appendix B), although the democratic leadership style still identifies itself to be the most favourable, other leadership styles were recognised and scored. These were known to be Authoritarian and Laissez-Faire Leadership styles. 
Authoritarian leadership, according to Du et al. (2020), prioritises unquestioning conformity, personal dominance, concentrated power, and tight control over the followers. This type of leadership style seems to imply it is incredibly direct and inflexible and has a distinct distinction between the leader and their followers. The work's structure would appear to be quite structured. The student understands why they would perform worse in this area since they believe it would be very difficult to be this kind of leader. The student feels unqualified to exercise this kind of leadership because he believes it will further erode his connections with his coworkers and cause resentment. This is a result of how well he already knows and comprehends the culture of his workforce, which is accustomed to being involved in most executive decisions because most of the leaders there are all very involved with their colleagues and value everyone's opinions when need to make decisions.  However, the student believes there are times when this type of leadership is necessary, such as at the end of the month when goals and targets need to be met, to act more commandingly towards the workforce while emphasising how the business needs to hit its targets. However, this could then lead to resentment and cause significant damage to the workforce. According to Robertson (2019), after surveying over 200 employees, it was found employees becoming dissatisfied if they feel mistreated or restricted. As a result, they spend 60%–70% of their time working and the remaining 30%–40% of their time moaning about their jobs or seeking new ones. 
Another leadership style identified within the self-assessment was the Laissez-Faire Leadership style. According to BBC (2021), A laissez-faire leadership style emphasises managers interfering as little as possible, allowing staff to make decisions on their own with little instruction from management. (BBC (2021). Although this type of leadership was unfavourable, the student feels this style of leadership is frequently observed throughout his organisation. For instance, after an underwriter is completely qualified and proficient in all activities necessary to underwrite an application, they are deemed to be left alone without any supervision or intervention inside the underwriting department.  With this strategy, it has been seen those who are trusted and given more responsibility are more driven to perform their duties as they gain greater autonomy and empowerment. 
The student is aware that, while it is important to recognise the type of leadership style they possess and to adapt those styles to different contexts, it is also important to recognise to portray the appropriate behaviours within these different leadership styles. Emotional intelligence should be a skill that is learned and developed among all leaders. According to Steinberg (2019), “An emotionally intelligent organisation is a positive, productive workplace where teammates trust one another, freely collaborate, and feel comfortable sharing their thoughts and taking action”.  Developing this further, Steinberg (2019) claims that understanding, recognising, and controlling one's own emotions, as well as those of others, is referred to as emotional intelligence. Simply said, it describes your ability to recognise, identify, and communicate your emotions as well as your ability to recognise and effectively work with others' motivations.
For instance, the student, as a democratic leader, when holding meetings to engage on a new change the department may be facing, the student recognises a level of emotional intelligence is needed to be aware of other people's feelings when reacting to the ideas they come up with; in other words, consider their ideas constructively showing appreciation of their contribution even if the idea is not going to work, it is important to not judge, and show empathy as this way the student is showing positive levels of emotional intelligence by seeing situations from the teams perspective and giving it some thought as opposed to shutting it down straight away. 
The report will now analyse the student’s ability to set direction, motivate, and empower others to bring about a workplace change with also assessing how each of these elements is important. 
5.0. Assess your ability to set direction, motivate, delegate, and empower others to bring about a workplace change.

5.1. Setting Direction

According to Design (2012), the first rule of leadership is to establish direction; It is the leader's duty to ensure everyone in the company is aware of where the organisation is going while also emphasising their desired future direction.  In contrast, DipProfCoaching (2020) suggests establishing direction encourages the growth of responsibility, one of the most important aspects of your team. Clear expectations with their teams or followers are necessary for leaders to hold people responsible. Kotterman (2006) claims managers and leaders may have a similar responsibility for the capacity to motivate people to complete a task through the development of direction and resource allocation (Kotterman, 2006). In addition, another viewpoint on setting direction by Maxson (2021) states, “Setting direction for your team is all about creating the vision for the future. As a leader, depending on your role and organisational structure, you may be setting direction for your team, for your department, or the entire organisation”. The student acknowledges and can make sense there are parallels in all the statements that seem to imply that a leader's task of creating direction involves developing a clear vision of where they desire to go to accomplish their vision.  The remarks also point out and show how important followers are in assisting the organisation in fulfilling its objective. As a result, leaders need to convey their vision to their team in plain language so that everyone knows what is expected of them and how they can play a part in getting the company where it wants to go. Within the student's workplace, the company's vision is: “Backing people to fulfil life's hopes and dreams” (An Introduction to Aldermore Bank, n.d.). However, the student is not the organisation's CEO or managing director. The student is conscious of their need to support and contribute to the company's mission. Therefore as a deputy team leader for an underwriting department, the student believes they can set direction on a local level by clearly defining the roles and responsibilities the team must fulfil to meet the overall company goals. They can also clearly define the opportunities for the team to grow, develop, and advance within their roles to in turn, reach the company's vision in backing employees to fulfil life’s hopes and dreams within their employment.  
 
5.2. Delegation

Wale (2023) states, “In management, delegating refers to sharing or transferring responsibilities, and typically happens from a superior (or an employer) to a subordinate (or an employee)”. Furthermore, this statement develops further and explains the importance of delegation, including efficiency and development. The student concurs that delegation is important when creating a plan to help the department's goal of advancing team members within their roles. Distributing extra responsibilities enhances their skills but also gives them a sense of empowerment, value, and trust, which satisfies their desire to advance within their role. The student believes it also has advantages for the person who delegated the duty as it allows them to concentrate more on their high-level responsibilities. According to Stephen Covey’s 7 Habits of Highly effective people, this would be a Win-Win situation as there is a mutual benefit (Covey, 1989/2020). There is a mutual benefit as team members are being given more exposure to tasks that they would not normally have insight meaning this will develop their skill set, but at the same time, the leaders can come away from these tasks to focus on the higher level tasks. Contrarily, delegation can come with obstacles because some managers may be reluctant to give team members responsibility for tasks outside of their job description for fear that they will be exposed if they perform better than expected. In other cases, managers may feel that giving team members some of their responsibilities will diminish their sense of authority (The 8 Barriers to Delegation - Ali Stewart & Co, 2014). The student may identify with some of these obstacles since, in his department, one particular team leader is not thrilled about handing up their duties to other team members. In contrast, the student who serves as a deputy team leader is always enthusiastic about assigning assignments outside of their typical responsibilities to enable members of his department to further obtain exposure and experience in performing at a more senior level than junior. In addition to giving the team member a sense of empowerment, this also helps them feel respected and trusted and provides great autonomy by giving them more freedom with more tasks.

5.3. Empowerment

According to Lee et al. (2018), “When employees feel empowered at work, it is associated with stronger job performance, job satisfaction, and commitment to the organisation”. Developing this concept further, according to Empowerment Toolkit | Hannah Wilson (2022), Expressing gratitude for someone's efforts is one of the best ways to empower them. They are supporting the initiative by providing praise for taking responsibility and owning one's actions. It also promotes a pleasant workplace atmosphere by making individuals feel valued and appreciated. The student relates to the above statements by reflecting on their ability to empower others within their department. For example, there has been a time recently when members of the team have shown a willingness to take on further responsibilities to develop their skill set as they have a desire to become a team leader one day. The student gave a particular member of the team the responsibility of organising a huddle by presenting the team with its statistics on how the team is currently performing. This involved the member of the team having to use some of the managerial systems to pull reports to help create the presentation and also take ownership of delivering it to the whole department. The student also asked the team member for some feedback on whether the huddle presentation could be improved and, if so, how they would look to do it in the future if they were in charge of this task daily. This automatically made the team member feel important, valued, and ultimately empowered as they feel their voice towards a task was taken on board and  matters as opposed to just being delegated a task because the team leader wanted the work completed. 

5.4. Motivation

According to Souders (2020), motivation originates from inside, whether it is sparked by incentives, activities improving our self-image, or intrinsically motivated pursuits that we engage in only for the satisfaction they provide us.  Extrinsic incentives like pay, bonuses, perks, accolades, or professional advancement have historically been thought of as what motivates people at work. In today's information economy, which is continually changing, motivation requires more than a stick-and-carrot strategy. The problematic nature of external incentives is discussed by Pink (2011). Daniel Pink is the author of several best-selling books, including Business, work, creativity and Behaviour; he makes the case that they are similar to drugs in that more frequent dosages are required. Rewards can frequently indicate that behaviour is not desired.  This seems to indicate that extrinsic motivation is only driven by rewards, regardless of whether employees love their jobs or not, since there is no desire or enthusiasm for completing their jobs as they are just doing what they need to do to earn their reward. Pink (2011), on the other hand, defines the three elements of intrinsic motivation as autonomy, mastery, and purpose. Autonomy is used in this context to allude to the desire to live independently. Mastery is the drive to improve at something crucial, whereas purpose is the desire to support a cause greater than oneself. As opposed to merely extrinsically motivating them by forgoing the monetary benefits of each job, the student's ability to inspire their team is based on giving credit where it is due, appreciating team members' contributions, and constantly seeking to improve team members' skill sets enabling advancement within their career. This ultimately assists with the company’s vision mentioned in 5.1 of this study as it focuses on the investment in people and for leaders to back their teams on going for it and backing them in their development by raising empowerment, greater autonomy, job satisfaction in which ultimately drives business performance. 

6.0. Conclusion 

As a result of this analysis, it has been determined that managers and leaders play separate roles, with leadership defined as the process by which one person persuades another to accomplish a shared objective. Management is in charge of ensuring that the general, localised day-to-day operations are carried out as anticipated to ensure objectives are being accomplished. The Hersey-Blanchard Model, or Situational Leadership Model, was developed by author Paul Hersey and leadership expert Ken Blanchard. According to the principles of the Situational Leadership philosophy, there is no optimal leadership style. Effective leadership requires considering the specific circumstances and skills of disciples to maximise their service. It might not always be feasible to assess a worker's readiness for a job based merely on how well they do a particular skill. The impact of the Situational Leadership Model has been shown to have a positive correlation with higher productivity. Leadership styles have been found to refer to the behavioural approach employed by leaders to influence, motivate, and direct their followers. These are known to be Autocratic Leadership, Democratic Leadership and Laissez-Faire Leadership, with further styles identified as well. It was found that Emotional intelligence should be a skill that is learned and developed among all leaders. According to Steinberg (2019), “An emotionally intelligent organisation is a positive, productive workplace where teammates trust one another and freely collaborate”.  It was found that the first rule of leadership is to establish direction. Clear expectations with their teams or followers are necessary for leaders to hold people responsible. Delegation is important when creating a plan to help the department's goal of advancing team members. When employees feel empowered at work, it is associated with stronger job performance, job satisfaction, and commitment to the organisation. Expressing gratitude for someone's efforts is one of the best ways to empower them. It also promotes a pleasant workplace atmosphere by making individuals feel valued, appreciated, empowered and ultimately intrinsically motivated. 
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Appendix A  

A self-assessment quiz identifies what leadership style the student tends to lean towards. 



(Mind Tools, 2022)

Appendix B

Another self-assessment quiz from different sources identifying what leadership style the student tends to lean towards. 




(Downloadable Self-Assessments | Online Resources, n.d.)
Appendix C


(Lindberg, 2023)

Commanding Leadership
All choices are made by the leader in commanding leadership. In commanding leadership, which may be successful in low-skilled teams or when necessary, tight control and high clarity are essential. The student's ability in this type of leadership would be a challenge due to the student not feeling confident to take responsibility for everything relying on their own experience only, also team morale seems to be non-existent as there is little or no collaboration within the team as the responsibility heavily relied on the leader. Although the student recognises this type of leadership would be a challenge, he feels there have been times when this style of leadership has been needed. 
For example:
Very recently, one of the team members within the student's department has been displaying little effort in their work, causing it to affect the whole team's statistics. The student has tried to work with this individual on many occasions to coach and mentor this individual to try and grow them; however the team member has not shown any willingness or effort to even try to engage so therefore this has now resulted in the student taken full responsibility of their tasks with needing to use a commanding approach so that the work gets completed. 
Some of the other styles seen in the diagram above can also be displayed within the students place of work, however the primarily style as identified in the self assessment is the democratic leadership style. 

According to Khan  and Minbashian (2017),  Goleman in popularising EI indicated that  an individual's EI is  not inherently permanent  or developed 
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Six Leadership Styles by Daniel Goleman

USE AS MANY OF THESE STYLES AS POSSIBLE DEPENDING ON THE CIRCUMSTANCES!
Be extra careful with Commanding and Pacesetting leadership!

COMMANDING LEADERSHIP COACHING LEADERSHIP

Also known as Directive or Coercive,
this style is about telling people what
to do and when to do it.

Coaching team members to develop
themselves to become better
individuals and professionals.

AFFILIATIVE LEADERSHIP VISIONARY LEADERSHIP

Growing personal bonds and striving
towards team well-being. Focus on

Built on inspiring and motivating
people to pursue a long-term

harmony rather than results. vision.
DEMOCRATIC LEADERSHIP o DEMOCRATIC LEADERSHIP

Also known as Participative leadership, Focused on performance and results.

this style is about working together Leader act s a role model for others

through dialogue and seeking to follow. Excellent output is required.

consensus.




