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Introduction.
This assignment is based on inspiring leadership. In the workplace, inspiring leadership has been recognised as a crucial factor in determining both individual and company achievement, especially in environments that are becoming more complicated and dynamic. Companies of today need business leaders who not only push results but also promote employee involvement, flexibility, and ongoing development. Through the framework of a widely accepted leadership concept, especially transformed leadership, this assignment critically investigates the idea of inspiring leadership by examining its practical impact on individual workplace performance. Although this approach is often associated to increased motivation, creativity, and performance, its disadvantages such as an excessive dependency on the charismatic qualities of the leader and possible utilisation variability will also be carefully considered to provide a fair assessment.
This assignment will also consider personal leadership potential in addition to analysis of theory, with a focus on the capacity to implement and adapt a variety of leadership styles in response to circumstances and the requirements of different types of individuals. It will assess how effectively diverse methods from directive to collaborative can be used to boost performance and engagement, based on theories like situational leadership and emotional intelligence. This reflective aspect recognises that effective leadership requires constant self-awareness and behavioural flexibility.
The overall goal of this assignment is to create a thorough understanding of inspiring leadership and its function in improving workplace performance and enabling significant company change by combining knowledge of theory with reflective analysis.

Critically assess a recognised leadership model or theory in relation to its ability to impact on individual workplace performance.
Workplace performance and leadership models
Workplace performance and leadership models are important to follow as a guide within most businesses. Leadership is a crucial aspect in moulding individual workplace performance because it promotes motivation, clarity, confidence, and dedication. Leadership must encourage both productivity and innovation focusing on a large and popular engineering company such as the current workplace, where workers operate in technically challenging, high-pressure, and safety-sensitive settings. Transformational leadership and John Adair's Action-Centred Leadership models are two well-known models which helps in explaining the connection. Both provide insightful information, but when it comes to actual professional performance, each has flaws.

Adair's Action-Centred Leadership model.
John Adair, a British scholar and authority on leadership theory, was born in 1934. His diverse background includes military service, an Oxford Master of Letters, professorships, and lecture positions.
The "Great Man" theory, which held that effective leaders had similar traits, was dominant prior to Adair's Action Centred Leadership framework. Adair’s strong belief in leadership as a learned idea played a crucial part in opposing the ‘Great Man’ leadership theory. His idea of Action- Centred Leadership makes a clear distinction between management and leadership. (Business Balls, 2012)
Three separate but related categories, the individual, the task, and the team are used to describe leadership. (The Four Leadership Styles of Situational Leadership®, 2020)
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The Three Essential Elements
Setting goals-Outlining a plan, delegating resources, and assessing the outcome are all necessary to complete the task.
Building the Team-Promoting collaboration, controlling group dynamics, settling disputes, and making sure everybody works together.
Developing the Individual-Determining individual requirements, providing coaching, training, and making sure every team member feels appreciated and supported.
Adair also outlined six essential, Important Leadership steps or roles a leader must take to effectively balance the three rings. 
Identifying the Task: identifying the final goal or what must be done.
Planning: Looking forward and setting realistic steps, dates, and milestones.
Summary: Clearly outlining the approach and making sure everyone is aware of their responsibilities.
Controlling: Monitoring the team's progress, maintaining standards, and modifying when problems arise.
Evaluating: Encouraging team members, recognising performance, and attending to individual needs are all examples of supporting and motivating.
This is especially important at an engineering company, where projects need to be completed precisely, with good teamwork and attention to staff growth. In this case, a project manager supervising the installation of automated manufacturing processes must make sure that all engineers are aware of their responsibilities, the team collaborates, and deadlines are reached. By offering structure, lowering unclear boundaries, and making expectations clear, this can enhance individual performance. Adair's model's practical simplicity is its strength it assists leaders in avoiding an excessive emphasis on output at the expense of individuals. But because the model is descriptive rather than fully explanation-based, it is also restricted. It advises the leaders on how to maintain a balance, but it doesn't address complicated dynamics of authority, cultural standards, or reluctance to change. Although Adair adopts a practical and thorough approach to leadership, others believe that his hierarchical style is inappropriate for the linear structure that is sometimes found in today's companies.
This is based on the idea that while Adair's conventional method may appear repressive, new leadership approaches tend to empower and support team innovation. Meaning, this model might be too simple on its own in a modern engineering firm where collaboration across departments and technological advancement are expected. (Channell, 2021)
Transformational leadership model.
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A more development-focused technique is provided by transformational leadership. It is defined by Bass and Burns as leadership that inspires followers via individual consideration, intellectual stimulation, inspiration, and vision. By relating engineer's daily responsibilities to a larger goal like sustainability, technical advancement, or global recognition, a leader of change at the workplace could enhance performance. engagement, creativity, and discretionary effort may all rise as a result. (Bass, et al 1985).
According to research, company citizenship behaviour and employee performance have a positive connection with transformational leadership, which means that when workers feel motivated and supported, they are more inclined to go above and beyond their responsibilities of duty (Qalati et al., 2022). However, this model is not without downsides. It may rely significantly on the charisma and communication abilities of the leader, which are not equally distributed among managers. Additionally, it might be less useful in the highly controlled engineering operations where routine, technical control, and compliance are more important than inspiration. A strictly based transformational approach may overlook the value of specific protocols and oversight in those situations.
Adair is preferable than transformational leadership in terms of motivation and change, while Adair is better in terms of operational efficiency. A mix of approaches might work best at within the company overall. Adair's theory could be used by the team leader to prioritise duties and responsibilities while encouraging creativity and dedication through positive changes. This means that flexible leadership, as opposed to inflexible leadership, has a major effect on workplace performance. A significant conclusion is that performance in engineering workplaces cannot be well explained by simply one model. Although Adair offers a helpful framework, transformational leadership offers an in-depth account of how leaders might improve performance and motivation. However, both must be adapted to the situation because engineering companies require a balance between employee empowerment, accountability, and guidance. 
Evaluate own ability to use a range of leadership styles in different situations and with different types of people to fulfil the leadership role. 
As we identify them in this part of the assignment, leadership styles are categories or descriptions of the primary behaviours of actual leaders rather than models or theories of leadership. Another way to look at this is that a model can include a style, but not the other way around. A style is a considerably more restricted behaviour, or a smaller group of behaviours, than what a model would express. Furthermore, a leadership style is a rather specific definition of a particular form of leadership rather than a flexible and adaptive "set of skills." 


Leadership styles in Engineering
Effective leadership in an engineering company depends on own ability to customise a style to task expectations, employee skills, and workplace situation. Engineering workplaces generally mix technical precision, safety-critical work, tight deadlines, and multidisciplinary teamwork, which means one specific style is unlikely to suit every case. Because it maintains that effective leadership depends on adapting leadership actions to follow willingness and job complexity, situational leadership theory is helpful in this situation. Within the workplace, it would be beneficial to use two opposing approaches. A directive method when control and clarity are required, and a Participative/supportive approach when employees have years of experience and gain from involvement and flexibility. Because many individuals react differently to pressure, communication, and decision-making techniques, it's important to be able to rotate between these ways approaches. 
Directive style
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When duties are urgent, complicated, or safety-related, a directive approach is suitable. It requires precise instructions, thorough supervision, and a strong focus on deadlines and standards. This approach might be helpful in the engineering company in the event of a system failure, equipment malfunction, or quality-control problem where errors could result in expenses, delays, or danger. Example; a directed leader would outline the procedures, specify the result, and closely monitor progress if a junior technician was assigned to perform an unknown maintenance operation on a manufacturing line. The leadership role consists of communicating requirements clearly and makes decisions efficiently under pressure, meaning that personal ability to employ this technique is required to be relatively strong. However, if this approach is applied for an extended period, it may become excessively controlling. (Cherry, 2025)
Directive leadership has the benefit of increasing consistency and decreasing inconsistency, which is very beneficial in technical positions where precision is crucial. In addition, it can help inexperienced workers by providing them with confidence and structure. The biggest disadvantage is that if the workers feel micromanaged, motivation, creativity, and ownership may decline. When directive attitude is overused, it can also lead to dependence on others, as the employees wait for instructions rather than learning how to solve problems. Directive leadership is therefore not necessarily the most effective method for long-term development, even though it may enhance performance in the short term. (Cherry, 2025)

Participative style
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When the employees are skilled, motivated, and able to share ideas, a supportive or participation approach works well. Meetings, two-way communication, and shared decision-making are all part of this approach. Leading experienced design engineers, project coordinators, or cross-functional teams engaged in creative thinking, process improvements, or improving and updating systems within technology departments which would be beneficial in the engineering company. A leader who is proactive can, for instance, ask the employees to offer suggestions on implementation, risks, and process modifications while launching the new control system. Because they feel appreciated and involved in determining the outcome, this might also increase loyalty. (Halaychik, 2016)
This approach is also quite good, within the Engineering environment, especially when working with professionals that value independence and teamwork. Also, it is important to feel at ease asking questions, understanding different points of view, and letting others participate in decision-making. This is crucial since different tactics will be more effective for different sections of the company. When trusted, experienced workers frequently perform better, but less experienced workers might require more guidance. The benefit of participative leadership is that it promotes creativity, confidence, and involvement while also improving connections at work. The disadvantage is that when quick action is required, it could be unsuccessful and take longer to make decisions that are reasonable. Extensive communication can cause confusion and delay productivity in the fast-paced engineering setting.
Comparing the situations
When there is an urgent technical issue that affects production, that is the first scenario in which It would employ a directive approach. Speed, control, and safety are the top priorities in that situation, therefore a strong and transparent approach is required. Leading a team discussion about improving an engineering process would be the second scenario. Since the aim is to develop ideas, promote ownership, and use the team's skills, a participative approach would be more successful in this type of situation. These circumstances highlight why a leader's performance depends on circumstance rather than being categorised as "good" or "bad."
Different approaches are also needed for different kinds of individuals/employees. While an experienced engineer may feel overwhelmed by excessive monitoring, an inexperienced apprentice may require step-by-step assistance. In the same way, a hesitant worker may require encouragement before speaking up, but a highly motivated worker might be open to responsibility. For this reason, being able to adjust a leader's approach is essential to carrying out the task. A leader who uses a single approach with everyone runs the risk of either over-controlling those who are already capable or under-supporting those who require direction. Therefore, rather of than being set in stone or ways, the best tactic is to be open to change.
In general, it can be said leadership skills are at their best when there is a balance between structure and openness. When needed to create clear expectations, using directive leadership when requiring shared responsibility and involvement, to easily switch to participative leadership. However, the disadvantage is when under extreme circumstances, it is too easy to rely too rapidly on directive behaviour since it seems effective. If used inappropriately, this could prevent team growth even if it can be helpful in emergency situations. Therefore, it is a must to keep developing in self-awareness so to determine when to take decisive action and when to encourage communication. This is the basic concept of Situational Leadership Theory, which promotes changing style according to the demands of the individual and the task
The situational leadership model by Hersey and Blanchard.
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The Situational Leadership Model provides leaders with a precise yet adaptable approach to effectively deal with this increasing level of complexity. Developed by Dr. Paul Hersey in 1969, the Situational Leadership Model provides a realistic, repeatable framework for leaders to review what their individual team members require, based on their competence and willingness to accomplish a task, and change their leadership style accordingly. Leaders can lead by identifying the problem and making wise choices that are in line with the demands of the situation, as rather than depending on instinct or familiarity. According to Paul Hearsey, by altering their style depending on objective assessment, leaders can achieve greater consistency, stronger performance and persistent high performance across all levels. (Hersey & Blanchard, 1982)
Four distinct methods of leadership are at the basis of the Situational Leadership Model is what separates responsive leaders from those who lead with clarity, intention, and precision is knowing when and how to use each. 
The Situational Leadership Model identifies the four Situational Leadership styles.
1.Telling 
Approach: Low support, high direction. The leader assigns tasks, provides precise instructions on how to complete them, and keeps a careful eye on them. Most communication is one-way. When to use: Ideal for recent recruits or staff members who lack the necessary abilities, self-assurance, or motivation to take on a new responsibility



2. Selling
Approach: High support, high direction. In addition to monitoring task completion and giving clear instructions, the leader facilitates two-way communication. They provide emotional and social support by listening to criticism, outlining choices, and motivating the team member. 
When to use it: Ideal for workers who are eager and driven but do not yet have the necessary training or experience to operate independently.
3. Participating
Approach: High support, low guidance. Building relationships and collaborative decision-making are the leader's main priorities. The team leader facilitates, listens, and assists team members in resolving issues independently rather than giving directives. 
When to use it: Ideal for seasoned workers who can complete the task but might not be motivated or confident.


4. Delegating 
Approach: Low direction, low support. The team member is given the authority to make and carry out decisions by the leader. The leader is generally not involved in day-to-day operations, although they are available for general check-ins.
When to use: Best for highly capable, experienced, and self-motivated workers that know exactly what to do and take ownership of their task.
In general, it combines leadership behaviour with staff competency, confidence, and job urgency, the Situational Leadership Model is effective in an engineering company. It is beneficial when a leader changes between guiding junior staff and aiding senior engineers, which can enhance performance and reduce errors. Flexibility, quicker problem-solving, and improved employee development particularly in mixed-skill teams are its primary benefits. However, it can be uneven, frustrating for senior management, and harmful if staff ability is rated inadequately. In engineering, over-adapting can also confuse staff who need steady procedures and defined standards. (Shriver, 2023)

5 Dysfunctions of a team
According to Patrick Lencioni's Five Dysfunctions of a Team, a team's performance can be harmed by low commitment, poor conflict, low trust, a lack of accountability, and an emphasis on individual outcomes. Leadership has a big impact on day-to-day work in an engineering team because it shapes communication, trust, and whether people feel comfortable speaking up, challenging ideas, and accepting responsibility. (Lencioni, 2022)
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Absence of trust means team members hide mistakes or weaknesses, which reduces openness and slows problem-solving.
Fear of Conflict-important technical difficulties may go unchecked because fear of controversy generates silence and false agreement.
Lack of commitment -comes when staff do not fully buy into decisions, producing confusion and insufficient follow-through.
Avoiding of accountability-Because employees do not confront one another, poor performance can persist when responsibility is avoided.
Inattention to results-When people put their position or individual goals ahead of the success of a project, they become oblivious to the results.
Leadership Impact
These dysfunctions in engineering can be reduced or even made worse by the leadership style. A transparent, dependable, and fair leader creates trust and facilitates open communication among team members. A leader may decrease conflict anxiety and make better technical judgements by promoting challenge and evidence-based discussion. Leaders increase dedication and accountability in day-to-day work by establishing clear standards and monitoring them. In deadline-driven engineering environments, leadership plays a crucial role in determining whether the team prioritises individual goals or shared project results.
Access your own ability to set direction, motivate, delegate and empower others bring about a workplace change.
As an engineering leader, it would be preferable to collaborate with others on challenging, visible, or safety-critical tasks rather than just telling them to do something I would never do myself, since setting a good example promotes credibility and trust. Nevertheless, it would be beneficial to assign tasks in a way that demonstrates situational and collaborative leadership, particularly when team members require improvement or when the assignment is appropriate for their function. (chad, 2013)
Also, future engineering workplaces will probably be simpler to operate, team-oriented, and employee-focused, which should boost output and retention when managers provide good support. Employees are more likely to feel appreciated and driven to work at a greater level if companies reward contribution with pay increases, bonuses, and additional prospects for professional growth. (Kunika, 2026)
"Encourage the heart" refers to praising hard work, acknowledging success, and expressing sincere gratitude for individual contributions. This can involve official acknowledgement, coaching, awards, and praise when staff members resolve issues, fulfil deadlines, or advance team objectives. In an engineering workplace, this important because technical work can be difficult and stressful, therefore positive reinforcement can increase morale, resilience, and commitment. Additionally, it promotes a culture in which workers are valued rather being viewed as replaceable. (Engineering Management Institute, n.d.)
Set direction: As a leader within the Engineering environment, it is important to be able to recognise personal ability to provide a direction as effective as to express a clear vision, emphasise safety and quality, and align the team around measurable goals. delivery direction is a hard engineering project. Promoting strength by converting overall goals into real actions but require increasing consistency when balancing strategic planning with day-to-day operational demands. (Osmani, 2024)
Motivation: It is important to develop each person as within the workplace the consistency of the team will be disrupted, and overall performance will be negatively impacted if each team member's requirements are not met. It is important to offer a few suggestions for personal growth. This can be successful by recognise every staff member for their character by acknowledging their unique personalities, needs, goals, and concerns. Also, to encourage every member of the team to develop professionally. Most importantly Set reasonable goals and tasks for each person and provide constructive criticism combined with personal appreciation and acknowledgement. Offer additional opportunity, and responsibilities through training to improve each person's strengths and capabilities. Workers will also achieve goals more efficiently when rewarding individual performance with bonuses/extra holiday paid etc.
Delegate: When matching a task to an individual's skill level and provide clear expectations, support, and deadlines, it will need to effectively delegate in a professional engineering company. Finding routine or developing activities that may be delegated without compromising quality is a strength, which enables the ability to focus on strategic duties. (Vaughn, 2024)
A personal primary flaw is that, particularly in technical work where correctness is crucial, it is known as a leader to occasionally hold onto assignments for too long to uphold standards. This can generate difficulties. Therefore, effective delegation involves more than just task reduction; it also involves trust, accountability, and the improvement of the skills of others. 
Empower others: It is vital and important to be able to empower others effectively by offering individuals clear goals, trusting their judgement, and allowing them to make decisions within established limitations. Having the capacity to maintain an environment where individuals feel empowered to contribute is a strong point but still require working on continuously and stepping back without becoming overly directive. (Multitudes, 2025)
Within the leadership role, empathy is typically more beneficial since it inspires action and trust, whereas compassion is more about feeling sorry for individuals. Empathy is crucial because it involves understanding how employees feel and why they might be struggling. Good leadership behaviour includes listening, maintaining calm under pressure, and responding fairly to mistakes rather than condemning individuals. Employees are more inclined to take initiative and share ideas as a result. By increasing creativity, engagement, and employee retention, a future-focused engineering workplace may help the company. Employees are more likely to stick around, grow, and contribute to better results when they feel supported, encouraged, and trusted. This is particularly crucial in engineering, where long-term ability, problem-solving skills, and joint effort are crucial.
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