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Introduction

This essay is based on a case study, specifically Chris Banks the CEO, the case study has been chosen in order allow the exploration of leadership styles and philosophies, it will allow the analysis of leadership theories and the consideration of new adaptable leadership styles, which are important if leaders attain remain effective in the ever-changing business world. Chris Banks, and authoritarian leader, is responsible for 5000 employees nationally and internationally, (EMEA). During the 2020 pandemic of Covid-19 and Brexit, the company suffered from varying negative environmental impacts, depleting sales due to the economy and individual staff mental health diagnosis’, high staff turn-over and low morale, human resources and management are also suffering. This essay will discuss styles and philosophies of leadership and the relationship between the two, a description and analysis of the three current leadership styles used withing the modern business environment, an analysis on Chris Banks and the leadership style he should adapt. Followed by theory on how to create a constructive working environment and how Chris can integrate it into the company. The conclusion will be used to summarise the essay and its contents.

Leadership styles and philosophies
Leadership can be defined as an individual relationship, based on the efforts to guide, and navigate a team in the execution of an aligned goal, by strategically empowering team members and incentivising the team to act on their own accord, influencing action pushes the teams work ethic to attain the common goal together with swiftness and a unanimous quality standard, (Ismail, H., Khan, S., Khan, I., Latif, A., Rauf, H., Tahir, M., Qureshi, Q., 2015).
Leaders who are effective are known for their willingness to take analysed risks, they challenge the existing procedures, if necessary, they are accountable for their actions and display initiative,.
Leadership philosophies simply put, are the specific characteristics that individuals possess, they are the morals threshold by which a person’s leadership is dictated, based on the attitude, behaviours, and values that the individual hold, all obtain their own distinct philosophy, as all have their own uniqueness and code, .
Style when defined in leadership can be described as the way in which the leader leads, there are an excess of leadership styles, however, many can be categorized by the leaders’ behaviours, their personal outlook, and ethics.  Some well-known leadership styles are autocratic, bureaucratic, and laissez-faire.
Leadership theory is the explanation as to why a person traits and philosophies impact their leadership style and choice. McGregor, (2015) believed in and created the two theories in the 1960, theory X and Y. Theory X maintains the belief that naturally people do not enjoy working and will avoid participation, if possible. Therefor must be incentivised and controlled to achieve task, failures are punishable, that workers do not respond well to responsibility are not looking to progress and require their basic needs met over hierarchical progress. Theory Y works on the concept that people inherently are not opposed to work, that with the correct amount of responsibility and self-proclamation, a healthy environment that encourages the development of individual and comes with incentives, people are motivated and dedicated to work, themselves and the goal, creating an egalitarian type work space,. 
Theory X, leaders are accountable for all delegating and hold all the control and power within the team, believing it the only means to attain the common goal, theory Y leaders are less control, more guiding. They may specify and identify task and roles for the team but believe in the capability of the team to achieve their goals.
By working out what theory aligns with an individual’s philosophies, an assumption can be made on the type of leadership style they may use/adapt (Khan, I., Khan, Z., Nawaz, A.,2016).
Like all theories there are negatives to each leadership style, dependent on the leader, adapted and developed over years of service. A theory X leaders would naturally be more comfortable adapting the autocratic leadership style, quantity and high production being the main priority, the sole contributor to the plan to achieve the goal. Downfalls to autocratic leadership, creating a factory like environment, keeping initiative and creativity out of the workspace, and controlling every aspect of the project, have led to low self-esteem, overworked and under-appreciated staff, this in turn can cause a high staff turnover and noxious work environment, one where staff are the after-thought to the productivity. This style of leadership has been thought of as “out-dated” within a modern-day work setting,.
Theory Y leaders, known for their ability to relinquish power to team, use positive reinforcements, encourage, and reward initiative and creativity, value the groups input, and prioritise the well-being of their team, are more likely to be democratic or a laissez faire type leader. These styles also come with some perceived negative results, for instance, the laissez faire leader, is extremely laid back, they allow the group to dominate the works direction, the speed and the decisions made surrounding the work, being more of a motivator and believing that the team is completely capable and require mere supervision and not leading, can create tensions amongst the group when things go wrong, there is not a clear leader and no one person to be held accountable, allow the group to control the environment can also lead to the leader not being required. Decision takes longer to be made, as everyone’s opinion is valid, team members can slack and productivity can come to a standstill, a team without a leader can become directionless and demotivated easily,. Democratic leaders, praised for their self-sufficiency, social skills and relationship building, creating constructive and comfortable working environments, and valuing their teams input to when ascertaining the end goal. However, much like the laissez faire leadership style, it can also create unnecessary time consumption when decision making is required, the input given from all members must be considered and then weighed against one another, this vote then impacts the decision the leader makes, the team can also be less productive and do not have as great a output as they would under a stricter leader, the constant input from the team can become mundane and chore like for the participants and the leadership style should not be used in quick decision making positions or in a work place that requires impeccable results from their problem solving, .

Leaders and leaderships styles in modern day ambiguities 

Autocratic leadership is a leadership style based on the assumption that the leader is the most au fait member of the team. The hierarchy is very visible within the group and a creative environment is not encouraged, the leader determines which direction the team go in, how they approach the objective and a start time, this is done with minimal group input. This can be a positive style of leadership in positions where decision making must be done swiftly, where step-by-step planning is needed, and time is limited. This style of leadership can be very productive for short term project, centering the team on specific duties that do not require decision making,. The negative side to autocratic leadership can cause high staff turn-over, research has proven that long-term, autocratic leaders leave their team members feeling unappreciated and negative towards their leader. They are more likely to leave, even if the project is going well. Autocratic leaders are known for their dominance and this can make their team feel negative emotional ties to their work, (Harms, P.D., Landay, K.,  Lester, P.B.,  Vogelgesang Lester, G., Wood, D., 2018). Jair Bolsonaro is a modern day example of this leadership style, he was elected as the Brazilian prime minister in 2019, when the covid-19 pandemic swept the world, his military background and personal philosophies have created a controlling and forceful leader, openly encouraging deadly and violent force from the police against their Brazilian citizens if they were to protest the new covid regulations, his regimented thinking and all power decision making put him under the autocratic leadership style, he has openly praised the military and their leadership, opting to adapt the style himself as he leads Brazil through the pandemic,.
Another leadership style that has been adapted and can be seen today is the transactional leader, this leader is a need met leader, based on contractual like arrangements between the leader and team member, you help me, and I’ll help you type relationship. This in turn creates a reliance between them, the leader being rewarded with work accolades, due to reaching the targets at a high standard, and the team with bonuses, days off work and other incentives. The team members select their leader based on which one is most beneficial to them, with positive incentives and responds to them, this leadership style is effective due to its effectiveness when it come to structured change, many world leaders have adapted this leadership style,. An example of such a leader is Jacinda Arden, renown for taking a wage cut during the covid-19 pandemic, to show commonality with the 5 million New Zealanders who lost employment due to the pandemic, when her country asked, and in return they backed her forecasted theories on how to deal with covid-19, resulting in 95% of the public dedicating their political loyalty to her, she imposed stricter gun control laws after the Christchurch shooting, in repay that the public solidified against racism and tyranny,  . Her interpersonal skills, include great communication skills, an empathetic nature and compassion, they help her be seen as relatable and fair, with her give-take ethic and quick response decision making, Jacinda Arden has adapted the transactional leader’s theory to a great success. 
Chris Banks, in charge of a company facing the covid-19 pandemic, is being pressured to change his autocratic leadership style, the Board have openly spoke out saying, “Chris has an appetite for being comfortable with his moribund leadership style, lacking vision, the drive and the skills to get the employees along” (Case study- Leadership in Exponential Change, 2021). The conditions surrounding the depreciation of the business are highlighted as the down-spiralling sales, staffs deteriorating mental health, troublesome execution of the system of measurement, under-valued and incentivised staff and the promise of new technology that would improve the working environment yet did not come into fruition. The obvious dip in employee moral has increased in the last 6 months and this has created a high staff-turnover. There have been demands made by unit managers for the resignation of Chris, this is due to the belief that his leadership style is non-adaptable to the modern climate, Shareholders agree with the management, that the staff are belligerent and diligent in their roles, that leadership is to blame not the current pandemic, with these conditions, Chris has been instructed to review his approach and adapt.
The modern-day leader in the current financial crisis created by the fulfilment of Brexit and the covid-19 pandemic; must display adaptability, have dexterity, and the ability to motivate people. Transformational leaders are the opposing variable to transactional leaders, they are compelling, inspirational, and motivated using these characteristics to generate a drive behind their teams, pushing them to success, using time-pitted theories on how they intend to recreate the prospects of the company/group, generating a change withing the organisation and/or the members of the team,. Chris having had 25 years of successful productivity, has the skills required to get the company out of conflict, by adapting the transformational leadership style, he will be able to motivate the managers and workforce, whilst developing innovating ways in which to reform.

Creating a constructive working environment
 
Many a time when faced with medical pandemics, economic crisis, wars and miscellaneous uncertainties, we hear politician and world figures speak on how the current climate needs strong leaders to rectify the current crisis, however, there lack of definition of what a strong leader is and how they can establish success leaves the concept of a strong leader open, .
A better concept to modify would be that of a healthy working environment for the employees, to create a constructive working environment based on the well-being and productivity of the team.
A constructive working environment is one that fosters the ideas of team cohesiveness; a togetherness of the group, by allowing the group to speak out, challenge the status-quo and value their views and opinions, encouraging the quieter workers to contribute, give and receiving feedback and creating trust amongst the team. Clarified norms are vital in this environment as they are the standards at which the space is held, the team and expectation of the individual members are aligned, they have a mutual outlook on what the team is to achieve and how to go about it based on the preferred behaviours of the team. Promotes a standard of excellence; the conforming standards expected and agreed up-on by the team, the teams level and quality of out-put as well as creating a space in which individual progress can be monitored and enhanced, to further improve operations and incentives, and provides structure to its inhabitants, without structure, the team is left without a plan, they are unknowledgeable and therefor it is harder to motivate them, by allowing the team to stay informed and voice their views, knowing they are valued, you instil  worth in the team members, increasing group satisfaction rates and providing stability . It works by exploring the four stages and applying them to teams/individuals throughout the company, changing the group atmosphere, which in term changes the working environment in a positive more constructive way,.
Relating to the case-study, Chris Banks would benefit from creating such a working environment, the management and staff who are reliant on him are struggling to work within the current climate, not due the lack of work ethic or drive, as the case study identifies the workers as being extremely capable and resilient, but due to the unproductive work environment and lack of leadership confidence, the company is not supporting their needs, or the vision they were targeting, management is ready for change.
There a few ways in which Chris can initiate the change in the environment, by taking the opportunity to re-evaluate his leadership style and adopting a more transformational stance, he can focus on motivating his management, and re-establishing trust and compliance in return. Instilling confidence in his abilities to management will be the start to creating organizational change. Constructive work environments work by being comfortable for the team, they can be expressive and do not fear penalties for speaking out, by encouraging management to deliver and receive feed-back, Chris will be opening communication within the company, this will allow for the observation of individual needs team members have, which can be turned into incentives. Further building a constructive environment will increase the productivity of the company, this can be achieved by creating structure within the company, one that not only tries to find and resolve solutions for the current covid and Brexit pandemic, but also creates adaptable resolutions for future impacts on the business climate. The shareholders of the company are convinced that the future in business will be based on the current protocols in-place due to covid-19, so initiative is required, as the way in which workers operate will not return to how it was prior. Within a constructive environment Chris will be able to push his staff and motivate them back into production, reducing staff turnover, increasing the mental health and well-being of the teams, world-wide and domestic.
Conclusion 

This report has covered the topic of leadership theories, philosophies, and styles. It homed in on the detrimental impact that covid-19 and other global pandemics have had on the current environment that Chris Banks is working in, analysing different leadership styles, the pros and cons, then giving suggestions on the type of leadership he should adapt and why. It has defined what a constructive working environment is made of and how it can help to revitalise failing groups and companies. Touching on then success that world leaders and figures have had when adapting theories in the current crisis caused by the pandemics and other factors. It also attempted to resolve some issues that Chris faces within the company, that are based on his current leadership adaptation. 
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[bookmark: _Toc89780891]Self-reflection using Graham Gibbs reflective Cycle.

In 1988 Professor Graham Gibbs, hence forth referred to as Gibbs, published his book, Learning by Doing, in which he constructed and explained a self-reflective theory, this theory was based on five concepts, each one aiding the previous, to create a framework that can be used in varying reflective situations (Gibbs, 2013). I will be using this cycle to reflect on my academic experience so far, by following the five steps accordingly.

[bookmark: _Toc89780892]Describe the event

This term, I was studying emergent leadership skills withing the workplace, a subject that is based on leadership theories traits and styles, helping students to identify types of leaders, their success and failing and giving student an understanding of adaptability and implementation of change within the work environment, constructively altering, and adapting environments to create a more productive and beneficial working environment for everyone within a company/team. The aim of this subject is to prepare students for the everchanging work environment and create more agile and adaptable leaders for the future of business management. I was introduced to both modern and aged theories, having to create a video report in which I expressed my knowledge on the subject, using a case study to illiterate points, as well as having to actively find my leadership style and preferred execution. The lecture challenged our perspective of modern-day leadership and the development of the theories. I saw members of my group change their stance on effective and adaptable leadership and also change their opinions on their own leadership styles, opting to reflect and revaluate their choice.

[bookmark: _Toc89780893]Feelings

Before entering the class for the first time, I felt excited and nervous at the same time, the nerves due to my sever anxiety and the excitement a by product from the opportunity to learn and further my accolades. The first lecture however, helped to settle my anxiety, I was made to feel welcomed and part of the group straight away. Due to my tall stature and sometimes dominating personality, outspokenness and stubborn demeaner I can come across a blunt, this I feel sometimes holds me back when interacting with no people for fear of being miss-interpreted. I feel like the lecture on traits and abilities, helped me to see the type of leader I am, which I believe is a mixture between agile and transformational and also showed me the leader I could be if I do not become more trusting and laxed within certain roles (autocratic), however, I felt like the module could have gone more into depth on the disparity between male and female leaders, and why female leaders penalised harsher than their male counter-parts, (Houston, 2016). Due to there being fewer females in the lecture and males holding the majority of high positions within the business world, I feel the subject should have been studied, so as to educate the males who stated that they didn’t know about the major difference in treatment between sexes.

[bookmark: _Toc89780894]Evaluate 

Overall, the module experience was enjoyable, the subject intrigued me, and I was able to grasp the theories and philosophies well. I cannot fault the patience of my lecture, as I would not be able to repeatedly explain myself over and over, due to students making assumptions instead of researching. I found that my presentation could have gone better, as a procrastinator I leave everything to the last minute, and that trait definitely impacted my overall result negatively. The classroom debates and student interaction helped to broaden my perspective and understanding of a good leader. It allowed me to explore my own concepts, one thing I would have improved was the home learning aspect, with half the class online and the other on campus, you struggle to build group rapport, this also leads to repetitive questions and multiple explanations, as technology is not faultless and can be disruptive. 

[bookmark: _Toc89780895]Analysis 

In my home environment, I have been setting up ways in which to constructively improve my own living and working environment, I have adopted leadership styles and theories which I use in the everyday life, such as to correct and change some of my daughter’s less favourable behaviours. Incentivising and creating open communication, has helped me to restructure my thought process as both a mother and leader withing my work and community, giving me wider knowledge and experience. John Dewy, a reflective philosopher, believed that every thought was based on the consciousness of self-awareness, if we can think it, we can conceptualise it, as though should be seen as consecutive no subsequential, (Dewey, 1993). This being said, I believe it highlights the importance of self-reflection and the development of skills, both within a working environment and domestic one, it encourages us to continuously challenge ourselves and the ethos we base our leadership style on. Self-improvement can only reinforce positive outcome, both within the working, academic and domestic settings.

[bookmark: _Toc89780896]Conclusion 

I personally believe that the throughout the module I could have made more of a conscious effort to start my assignments, I took enough notes and had the permitted time to achieve a higher grade than I am expecting, this is because I ignorantly started the term off with a false perception of time. I failed to calculate all the external factors that could and were predictably going to affect the designated time I had set aside to study and develop my skill. Being a single parent who is the sole provider, I should have taken into account the effect covid-19 would have on transport, building access and earning potential. All three of which impacted my experience, due to my mental health, I was unable to study full-time from home the environment is not conducive when it come to learning for me, making commute necessary.

[bookmark: _Toc89780897]Action plan

In January, when the new term begins, I will utilise the online support available from the university, I will be planning my assignments ahead of time, this will allow me to collect feedback from my lectures and further enhance my overall academic experience and work output. I will be reading the literature that has been given to me, regarding the subject, whilst also continuing to develop my leadership skills. This can be achieved by having a different perspective on learning, by adapting a reflective thought process and continuously challenging myself and the environments I am placed in. By trusting in my potential as much as others do, I will be able to continue on the academic path, without reliving frustrations and repeating mistakes.
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