




Organisational Leadership- Theory into Practice



“The theories of Leadership and their application in practice”

2000 word essay

Ela Roberts 
1900589






Throughout history, great leaders have developed various leadership styles for offering direction, implementing initiatives, and motivating others. The leadership style you select is critical because it may have a big impact on how your team members approach their job, as well as enhance productivity, improve punctuality, and foster a positive business culture. Some leaders have a distinct style that they employ in all settings. Others like to use different leadership styles based on the scenario or the company's goals. There are many leadership styes, some of the main ones being transformational leadership, transactional leadership, action centred leadership and dictator/Laissez Fair/Autocratic.

A transformational leader serves as an example of how to encourage creativity. The transformational leader creates a strong business culture by inspiring people to make changes that benefit the firm's success. As a transformational leader, you allow your team members to be creative rather than micromanaging them. Giving staff orders and rewarding or punishing them depending on the performance is the foundation of transactional leadership. You may reduce misunderstandings and errors by laying out expectations clearly. It is your obligation as a transactional leader to foster employees' self-motivation (indeed.com, 2020).

In the 1960s, John Adair pioneered the Action Centered Leadership technique. The model is a simple template that may be used to aid with group management and leadership. Action-Centered Leadership is also known as the 3 Circles Model. The three aspects of Adair's Action Centered Leadership approach are represented by three overlapping circles, these three consist of Task, team and individual. To be a competent manager or leader, the model suggests that you must understand and apply all three parts of the model. Obviously, because the model is so simple, you will need to modify it to your own scenario – possibly devoting more attention and time to team management than to individual management.
Dictator leadership is another one that is used often, this approach does not allow for participant participation; the leader makes all of the choices, keeps all crucial information to themselves, and sets the rules. Military, mafia, and street gangs are all examples of this leadership style. When a quick decision must be taken, a dictatorial (authoritarian) leadership style is frequently the most successful. There is no time for participant participation or innovation in problem-solving with urgent choices, as there is with other leadership styles (Brinn, 2014).

Laissez-faire leadership, also known as delegative leadership, is a style of leadership in which the leader takes a back seat and allows the group to make its own decisions. This is the sort of leadership that, according to research, results in the lowest levels of group productivity (Anbazhagan, 2014). To make laissez-faire leadership more successful, leaders might check in on work performance and give regular feedback (Amanchuku et al, 2015). Autocratic leadership, often known as authoritarian leadership, is defined by individual authority over all decisions and limited involvement from members of the organisation. Autocratic leaders rarely take input from followers and make decisions based on their own views and opinions. Like other leadership styles, the autocratic method has both benefits and drawbacks. While people who use this strategy excessively are often viewed as dominating or dictatorial, this level of control may have benefits and be successful in some contexts (Cherry, 2020).

The most important aspect of school structure is leadership. The environment of working forces accessible in the school, whether it is a private or public school, defines the adaptation of leadership style. Leadership styles differ according to the objective, vision, and aim established by the policymaker for the educational organisation, but leadership is regarded as a complex modern concept (Rajbhandari, 2006). Educational leadership is a multifaceted field of study. Leadership is, without a question, the most researched topic in the behavioural sciences. Still, like a haunting tune, the notions of leadership theory have escaped administrators. The term leadership, according to Yukl (2002), conjures up visions of powerful, dynamic individuals who command successful armies, construct wealthy and influential empires, or change the path of nations. People usually feel that leaders make a difference and want to know why, to put it clearly. Bass (1990) states that, “leadership is often regarded as the single most important factor in the success or failure of institutions”.
According to Ogawa and Scribner (2002), who agree with a large, diversified, and expanding group of stakeholders, “leaders are largely responsible for school performance”.




Both students and teachers utilize many leadership styles in schools. Bernard M. Bass and Bruce J. Avolio, two pioneering voices in transformational leadership theory, define these leaders as those who coach and motivate both colleagues and followers (2019). According to Bass and Avolio, the transformational leadership style views connection development as a vital component of educational institutions' work. Transformational leadership in education empowers students and teachers to stretch and develop in a caring atmosphere. One of the advantages of the transformational leadership approach is that it taps into the resources of all members of the school community, especially staff and teachers. The educational force is founded on transformational leaders' professional competency and implementation of excellent teaching practises in their schools. These leaders promote educational transformation by analysing educational design flaws. The educational force is concerned with school counselling, evaluation, and professional development. Administrators and teachers have an important symbolic leadership role in their school communities, according to transformational leadership theory. The symbolic force helps all members of the educational community feel like they are part of a close-knit group that shares the objective of establishing the finest possible school ecosystem by providing a feeling of clarity and togetherness. Symbolism is a vital part of a school atmosphere that encourages learning and personal growth, according to the transformational leadership approach.

In educational institutions, transactional leadership theory is commonly applied. Avolioi, Walumbwa, and Weber all agree that (2009) transactional leadership is "largely based on the exchange of rewards contingent on performance" (p.427). It's a term that's widely used in the classroom to describe the interaction between instructors and pupils. Students are expected to finish projects, assignments, or tests well, and if they do, they will obtain high grades or the ability to pass the course. Outside of the classroom, this approach might be a simple extension of the performance standards at educational institutions. Cleveland-Innes (2012) states that "change in education to accommodate broader societal change embodies new ways of thinking about access to education, economic issues, accountability, technology in the teaching-learning process, and, most importantly, leadership" (p. 1). To assist navigate through environmental changes, educational institutions must have a viable and relevant leadership plan. Transactional leadership encourages followers to work toward a common objective. On the other side, transactional leadership is only inspirational on a fundamental level, failing to motivate personnel beyond the stated goal and furthering individual progress (Transactional Leadership Advantages and Disadvantages, 2016). Transactional leaders are less likely to acknowledge or appreciate individuals' achievements beyond the initial incentive objective, and they are less likely to provide an incentive for exceeding the attained target (Benjamin, 2016).

Good leadership can be learned, not just inherited, as action-centered leadership demonstrates. It is a handbook on effective leadership and management for individuals in charge of teams, groups, schools, enterprises, or other organisations. The task relates to the organization's mission, purpose, and objectives. In a school, this would entail meeting agreed-upon academic and extracurricular objectives on a termly and annual basis. Setting SMART objectives, planning, performance criteria, monitoring, assessment, and keeping everyone on target and on track would be the focus. Leaders must never overlook or undervalue the contributions of any individual or group. Along with the three aspects of Action-Centred Leadership, public recognition and awards boost motivation and productivity (Rohn, 2014). 
In schools delegative leaders provide little or no advice to group members and let them make their own decisions. While this approach can be useful in cases when group members are highly skilled in a certain field, it frequently leads to a lack of clear duties and motivation. In most cases, this type of leadership is solely employed for delegation in order to keep the school functioning smoothly. When a teacher at a school is unable to complete a task or solve an issue because he/she has too many tasks to keep up with, he/she may adopt this approach. Children under delegative leadership, also known as laissez-faire leadership, are the least productive of the three groups, according to research. This group of kids put greater pressure on the leader, showed less teamwork, and couldn't function independently (Aruzie, 2018).
 A laissez-faire school atmosphere may be more creative and gratifying for individuals participating in the school management system since a head teacher at a school may feel that there should be no rules and regulations because everyone has a sense of responsibility. The amount to which a head teacher succeeds in achieving the school's objectives, purpose, vision, and philosophy is determined by how he or she applies appropriate management styles to a particular school's situation. The study's overall goal was to determine the impact of laissez-faire leadership on academic achievement Muturi, 2021). Laissez-faire leadership is characterised by a lack of clearly defined decision-making procedures and little participation by the leader in decision-making processes. Because discussion time is not explicitly regulated, decision-making and school management are inefficient. On the other side, a low level of hostility and disputes in the school community is a strength of this form of leadership. When you're in control of a group of extremely competent employees, this management approach works well.  In many circumstances, team members will be more competent than you are, or may even be proficient in a field you are unfamiliar with therefore it may not get used as much in schools or with younger children nevertheless could be used more in universities. 
School regulations that are imposed without debate are more likely to be violated, which is counterproductive when it comes to dealing with misbehaviour and bullying. Autocratic leadership frequently maintains the status quo and adheres to established customs, providing little in the way of innovation and advancement. In autocratically governed schools, academic achievements are low because pupils' particular needs for assistance and encouragement are ignored. This technique, in contrast to democracy, is used to persuade people to adopt a specific viewpoint. People that apply this at school or in the classroom are self-assured and like motivating others to improve. This sort of leadership style is very beneficial to a school if a new vision or fundamental adjustments are required. The 'leader' decides what this transition would involve and then motivates others to pursue it. The decision is autocratic if a school's head teacher makes a choice without consulting or obtaining opinion from the instructors. Because the method does not solicit teacher feedback, it is rarely acceptable in secondary schools unless immediate action is required, and instructor input is unavailable.

Education leadership may play an important role in establishing a healthy school culture. It can also have an impact on student success and learning. Effective school leadership is becoming more widely recognised as a critical component of long-term educational change. Education leaders may convert a failing school into a successful one with the correct leadership style. Adopting and honing an effective leadership style is critical. Some ways to schooling may be more effective than others. Choosing a leadership style will assist you in determining how to make choices, prioritise goals, and engage with people. You could be able to handle complicated problems, resolve disagreements swiftly, change the path of a school, or even revolutionise the entire system if you adopt the correct leadership style for the occasion.
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Description 
Having worked in a large organisation throughout the covid pandemic, I have been involved in many organisational changes that have required varied management styles. Changes have been necessary due to government guidance and legislative requirements and therefore imposed rather than an organisational decision for change. Despite the changes, one of the positive managements styles I have been responsive to and have used in practice has been transformational leadership. This style of management has proven to have been particularly useful in promoting positive behaviour of staff in response to the ever-changing rules and regulations in line with the pandemic. During my time at work, I have had to use leadership styles when training, mentoring, and organising staff however, whilst being managed by senior managers I have had opportunity to observe and learn from differing leadership styles. The one style that has been particularly influential to my own practice is transformational leadership however, I have also utilised a coaching style of leadership to enhance staff ability in recognising their own potential and achieving the best possible outcomes for themselves even during such a pressured time.   

Feelings 
It has at times proved emotionally difficult to remain positive and motivated due to the health risks presented being in the front line of work throughout the pandemic however, with being on the receiving side of motivational and inspiring management it has assisted in keeping the momentum and structure in place within the workplace. I have in response been able to remain positive in my own approach as I have felt supported and encouraged. Remaining positive was at times a challenge with some colleagues due to their anxieties and hostility regarding working practices. Some expressed feeling that they felt unprotected in the working environment and did not feel they were safe in their day-to-day role. Providing the staff with safety equipment and ensuring they had time out to reflect and look after themselves emotionally assisted with building upon a trusting relationship which I believe helped in overcoming some of the frustrations voiced by staff and overcome some of the anxieties they expressed. This also mirrored how I was supported by managers myself. 

Evaluation 
The transformational leadership style has provided some positivity in response to work ethics and motivation of staff during times of crisis and staff shortage due to ill health and periods of isolation. Although the positive management style approach has provided good outcomes, I also recognise there have been times when this style caused some negative responses from staff as they felt the positive mood and discussion was dismissive of the situation and the anxieties, they were experiencing during such a challenging time. 

Providing staff with support during difficult times is an unusual situation to be in on such a daily basis for managers however, this has been necessary. If this had not been in place staff may have been more reluctant to come into the workplace and may have also been more reluctant to continue in their role on the front line. If staff left it would have required continued recruitment processes and an unsettled environment for long standing staff members.  

Analysis
The difficult period experienced has caused anxieties for me individually but also for the wider staff including managers within the organisation. I have been able to recognise this through the discussions had and the types of support required by staff along the journey. During the pandemic there has been an increased period of worry due to the unknown changes that occurred so often from a government level and from an organisational level in addition to the potential risks for staff and their families. Despite the worries, I believe that the best has been made of the situation with the least amount of risk. This has been done through the use of good clear instruction within the organisation. I also believe that due to the management styles used at the top of the organisation this has filtered down well to ensure staff have been supported as best as possible. I also believe that staff recognise good leadership styles and respond well to this. I believe management styles have been adjusted in accordance to the staff needs during the pandemic to ensure supportive styles were used whereas in the past I am aware that a more direct and democratic leadership style was used. 

Conclusion 
Having worked on the front line throughout the pandemic I believe I have learnt that it is always important to have a crisis response plan in place. I am aware this would not apply to all types of work however, within the organisation that I am based this has proved to be necessary and has had to be implemented and revised throughout the course of the pandemic. This helps ensure productivity remains ongoing and ensures staff are supported with a clear plan in advance. Clear planning and review also helps to ensure that stability is key within an organisation. I am aware that with a large workforce it is challenging to support each member of staff in a sweeping manner as the support required during this time has been different for each staff member due to individual need and family need. In a large organisation it is possible to relocate staff to cover sickness absence however, I recognise that in small organisations and small businesses this is not always applicable and can cause a business to collapse and fail. Managing small businesses who are not always resourced to be able to plan for such significant crisis’ can cause additional stressors and require differing management styles however, I remain optimistic that during this challenging time the coaching and transformational leadership styles would prove positive as I have seen this within the small section of the organisation that I work. 

Action plan 
If in future, if there are crisis of a similar nature, I would like to ensure I have planned in advance. I would like to share my plans to ensure staff are also aware so can follow plans accordingly without significant disruption. I would also like to gain the views of staff as to how they have felt in terms of the management used during the pandemic and if this is believed to have worked well or not. I would consider the outcome of this information and ensure I utilise it for the future. 
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