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1.0 [bookmark: _Toc107056602]
 Introduction 

The brief of this assignment is to discuss various aspects of leadership. This includes what leadership entails, and the difference between management and leadership's effect on organisations and the workplace. 
Where appropriate various theories, models, and frameworks will be considered by the student throughout. As leadership is a storied discipline encompassing many branches, the student will focus on topics that will range from ethics, motivation, gender, culture, and religion. This he considers being the heart of leadership issues at his workplace. The student will use case studies where appropriate as examples to demonstrate the student’s understanding of leadership.
Further, the student’s leadership capabilities will be examined using self-reporting questionnaires covering numerous aspects of leadership to ascertain his current standing and the practical options if any required to further his journey to leadership.
[bookmark: _Toc107056603]1.1 The student’s profile
The assignment will view leadership from an Asian perspective as the student is of Bangladeshi heritage. His place of employment is an Asian wholesaler that supplies to the catering trade and the local community. He currently occupies a role that can is termed ‘middle management’ within the accounts department. The results of self-reporting (Appendix A) suggest that the student generally confirms a democratic form of leadership that is situationally aware. With a strong bias toward ethics and gender egalitarianism. The result suggests that the student lacks a relational skill set. These results will set the tone for the student’s leadership going forward. 
[bookmark: _Toc107056604]1.2 The employer's profile
His employers occupy all senior positions of management and own a hundred percent of the business. Management structure and control are based on shares held and experience. The leadership approach is autocratic. Employees are of Bangladeshi heritage and males and Islam forms their core beliefs. Any reference to workplace leadership will be the opinion of the student based on many years of observation. 
[bookmark: _Toc107056605]2.0 Background

The traditional approach to leadership is the leader and follower where instructions are given that are expected to be complied with. 
Yukl (2008) examined over one hundred leadership styles and approaches and Northouse (2018) noted that modern organisations exhibit at least ten. This confirms that there is no one fits all leadership solution. That is dependent on the organisation's culture and aims.
Leadership has a symbiotic relationship between the organisation and its success. This is born from a leader's life story (George et al., 2007) that forms their values, beliefs, and culture and provide the drive for employee motivation. Leadership is not the preserve of the elite of any organisation but can and should exist throughout the organisation. Any leader worth his or her salt would leverage their abilities to the benefit of the organisation and its incumbents or ‘followers.’ These “followers are central to leadership because they are significantly involved in the negotiations central to the transactions of power, they have minds of their own” Burns (1978). Kotter, (1999) suggests leadership is about coping with change.
According to Burns (1978) “Leadership is the most observed and least understood phenomenon on earth”. John Adair (2003) advocated that ‘leadership is the most studied subject in the world and the least understood.’ This makes any definition of leadership problematic.
According to Drucker (2004), the best leaders exhibit differing abilities ranging from ‘personalities, attitudes, values, and strengths, they’re extroverted or reclusive, easy-going or controlling, generous or parsimonious, numbers or vision-oriented’. For Goleman (1998) the best and most effective leaders are those with the greatest emotional intelligence. These functions will allow a leader to acquire the knowledge to informed decisions, take effective action, and ensure accountability.
From an Islamic perspective, leadership ‘entails the process of inspiring and coaching voluntary followers to fulfil a clear shared vision (AlSarhi et al., 2014).
Ultimately, leadership should act in the interest of the organisation by negating politics, confusion, dysfunction, increasing certainty, aligning needs and performance (Lencioni, 2020), and do so through the power of persuasion, influence, and charisma to produce the desired results, supplemented by the motivation of followers to encourage them to achieve more and this, in turn, requires honesty, integrity, and a moral compass that is always true.
[bookmark: _Toc107056606]2.1 Role of Power in leadership
According to Kurt Lewin “Power among parties is determined by their current states, actions, and futures. This implies that power can be exercised, and can influence outcomes, but can also be defined as the potential to influence others” (Kovach, 2020).
Many types of leaders will be discussed by the student but the most powerful is the referent leader. First noted by French and Raven (1959) they identified five forms of power: legitimate, reward, coercive, expert, and referent. Later they added a sixth, information. Looking at the individual power bases the student's view of the current leadership power base is legitimate and coercive and to a lesser extent expert and information. The legitimate and coercive elements are according to French and Raven linked to culture, acceptance, and social structuring. This exacerbates the ‘power distance’ (more on that later) between leadership and followers. Reward and referent can be excluded as there is no reward-based system in place and the latter requires collaborative relationships with employees. As an employee, the student’s only redeeming power base is that of expertise and information. These deficiencies for all concerned preclude us from acting as role models. 
[bookmark: _Toc107056607]3.0 Leadership and Management

[bookmark: _Toc107056608]3.1 Defining leadership and management
To understand the difference, you need only read a quote attributed to Field Marshall Lord Slim who said on the matter ‘there is a difference between leadership and management. Leadership is of the spirit, compounded by personality and vision; its practice is an art. Management is of the mind, a matter of accurate calculation, its practice is a science. Managers are necessary: leaders are essential’ (Stewart, 1989). In short leaders have followers whereas managers have subordinates.
[bookmark: _Toc107056609]3.2 Difference between leaders and managers
Many would consider the differences between a leader and a manager to be slight. Often the two are intertwined. Nevertheless, there are differences in style and approach.
Firstly, there is a difference in vision. Leaders can be considered visionary; they set organisational goals on organisational needs and develop strategies to achieve this. Whereas managers whose function is to achieve these goals.
Secondly, leaders align where managers organise (Kotter, 1999). Leaders concern themselves with aligning and influencing followers for the good of the whole. Managers coordinate and process activities to reach the desired activities.
Another function that differentiates is that leaders ask what and why? Mangers, however, concern themselves with the how and when?
The final differentiator is position and quality. Leadership tends to be a position within an organisation that is achieved by what is accomplished regardless of the approach used. The manager tends to be a title that is part of his or her role that comes with the responsibilities. of their roles.
An interesting question that arises from this is, what is the student’s current position? As a previous business proprietor, the default position would be that of a leader. However, the business was a small venture employing seven so he would argue the role of manager was indeed a necessary component of leadership. That was in the past. The student occupies a middle-managers position, but does he lead? Vineet Nayar in a blog for the Harvard Business Review (Nayar, 2013) posed three questions the answers to which will identify the student’s role as either manager or leader. On reflection, the student would agree that his current position is as a manager and not a leader. Does the student add value or count it? As a person employed in accounts, the student metaphorically counts value. As for the second question, the student operates in a sphere of power as opposed to influencing a core tenet of a leader. People ask questions as opposed to the advice given. The answer to the third question is that the student role does not entail what would be construed as classic roles of a leader that is, to motivate and enable organisational success through follower engagement. The leader's role is the success of their followers that includes managers, and this juxtaposition is not part of his remit.
Another approach is the analysis of the roles the student conducts whilst performing his duties. Mintzberg (1989) sets out ten roles of a manager. On examination of these roles and their respective sub-categories of interpersonal, informational, and decisional the student considers himself fulfilling most roles if not all. 
The student’s current position offers the opportunity to emerge as a leader with the potential to be assigned to a formal position of leadership. That is down to his peers namely the business proprietors.
[bookmark: _Toc107056610]4.0 Approaches of Leadership
Leadership can be divided into a logical hierarchy of approaches and styles, and for practical reasons, all cannot be discussed by the student, therefore the most relevant will be mentioned.
[bookmark: _Toc107056611]4.1 Trait approach
According to Stogdill (1948), there are five traits that leaders exhibit: intelligence, dominance, self-confidence, energy and activity, and knowledge. According to Bass (1990), traits associated with leadership include self-confidence, sociability, intelligence, creativity, and determination, among others. Then there is McGregor’s theory (McGregor, 1960) although strictly not a leadership theory but a strategy of leadership behaviour.
However, others contend that these traits are not necessarily inherent in any potential leader (Stogdill, 1948) and are not considered the most effective approach to the discipline of leadership (Yukl, 2013).
Many of these traits are found throughout other approaches and leadership styles. Many factors can dictate this, but most will depend on the individual and the environment and it is suggested that leaders are born with these traits (Taylor et al., 2015). However, the student contends that traits can be substituted by abilities acquired as leaders emerge through the group development process as per Tuckman’s Group development model (McGrath & Bates, 2017). If the Prophet Muhammad were alive today, he would argue otherwise (AlSarhi et al., 2014).
[bookmark: _Toc107056612]4.2 Skills approach
This is an ability-based approach to leadership. In a sense, it is the opposite of the trait approach. The skills required can range from, problem-solving, active listening, relation-building, knowledge (Mumford et al., 2000), and emotional intelligence which according to Goleman et al (2002) is not only a skill but a leadership style.
[bookmark: _Toc107056613]4.3 Style approach
This approach is dependent on the decision-making style and different personalities. It focuses on what the ‘do’ and ‘how.’ Depending on the leader assorted styles can develop (Northouse, 2018). 
[bookmark: _Toc107056614]4.4 Contingency approach
This leadership considers context. The approach allows styles to be adapted to the situation at hand. When all parameters are coordinated leadership is at its most effective (Northouse, 2018). However, according to Fiedler’s Contingency theory (Indeed Editorial Team, 2019), leadership style is fixed and leaders should be placed in situations that match their style. 
[bookmark: _Toc107056615]5.0 Leadership style

Kurt Lewin and a group of his colleagues identified three basic leadership styles. Autocratic, democratic, and laissez-faire (Lewin et al., 1939). Since then, other distinct leadership styles have been identified, for example, consultative and collective (Vroom & Yetton, 1973). 
[bookmark: _Toc107056616]5.1 Transformational and Transactional leadership
The two are considered classic leadership styles (London & Sherman, 2021). Conceptually transformational and charismatic leadership are comparable (Shamir et al., 1993). Transactional leadership engages in deliberate social exchange whilst transformational leaders' raison d'être are motivation, intellectual heightening, and consideration of followers (Bass, 1990). Its emphasis is based on the association with followers that require the alignment of the goals of the organisation. Followers benefit from a sense of satisfaction and self-actualisation. Ethics are a key component for followers (Burns, 1978). 
Burns (1978) describes transactional leadership as an exchange relationship that fulfils the interest of the parties concerned. It is directed toward boosting organisation performance by focusing on tasks. Studies have shown that the two are not compatible (Northouse, 2018).
[bookmark: _Toc107056617]5.2 Servant leadership
This style is people-centred where the leader's priority is the need of their followers. According to Ehrhart (2004), servant leaders exhibit emotional healing, and empowerment, show interest in their follower's growth and success, have good ethics, and conceptual skills, and create value for an organisation. Servant leaders tend to be emotionally attuned to their followers and seen by them as role models (Brown et al., 2005) and according to Lencioni (2020), this is a responsibility-centred leadership. This form of leadership has been part of Islamic dogma since the inception of the religion.
[bookmark: _Toc107056618]5.3 Authentic leadership
Values form the basis of this leadership style, and such leaders understand successful organisations are those that have empowered leaders throughout (George et al., 2007). They know their strengths and weaknesses and act in the interest of the organisation and its followers, and this behaviour emerges from their life stories. Henderson and Hoy added that such leaders accept responsibilities regardless of outcomes, the non-manipulation of others, and are principled. Bass and Stiedlmeir have argued that authentic leaders and transformational leaders are the same and that Hannah and colleagues showed that these behaviours are transferable to followers and do so through their heightened self-awareness (Day, 2014). Being an authentic leader in the view of Collins (2001) would constitute a ‘Level 5’ leader. This may be viewed as the opposite of transformational leadership, but studies have shown these leaders can change organisations (Collins. 2001). 
[bookmark: _Toc107056619]5.4 Leader-member exchange leadership (LMX)
The student placed this theory in the style category even though it can be considered an approach as it involves a dyadic approach between leader and follower that entails many attributes of other leadership styles. LMX is the process of managing interpersonal relationships at work (Yukl, 2002) that requires the right emotions to be effective. Goleman et al (2013) noted that emotions are a prerequisite for social awareness and relationship management. However, building relationships is a costly endeavour both time and effort but making the effort will build trust in the relationship and reduce conflict. Other benefits? Katz et al (1950), confirmed that effective leaders form supportive relationships and do so in group settings, and set lofty goals. The process in effect is like a transactional relationship where per social exchange theory relations are initiated and reciprocated (Day, 2014).
[bookmark: _Toc107056620]5.5 Situational leadership
This form of leadership style is based on the prevailing circumstances and the environment as not all employees or followers are created equally, therefore their capabilities need to be considered (Henkel, & Bourdeau, 2018). Someone who is situationally aware will use all the tools of leadership to fit the circumstances. First proposed by Hershey and Blanchard (McGrath & Bates, 2017), their theory focused on a leader's behaviour that encompassed relationships, tasks, and effectiveness that utilised methods of directing, coaching, supporting, and delegation to achieve their objectives or as they explained the ‘behaviour pattern, as perceived by others, that a person exhibits when attempting to influence the activities of those others’ (Blanchard et al., 2001). In their view, situational leadership would motivate followers to fulfil unique needs that are advocated by Maslow’s Hierarchy of Needs, Hertzberg's two-factor theory, and McClelland’s needs theory (McGrath & Bates, 2017). Hence, the effectiveness of leadership is directly correlated to the motivation of their followers. It provides a balance between task and relational behaviour (Henkel & Bourdeau, 2018) as opposed to John Adair’s situational model (Thomas, 2004) which is more of an approach than a style. Equally, the theory of Behavioural Complexity in Leadership (Hooijberg 1996) posits that leaders can engage in selective behaviours based on the situation at hand, a capability referred to by Hooijberg as “behavioural differentiation.”
[bookmark: _Toc107056621]5.6 Ethical leadership
A characteristic all leaders should possess is ethics. The theories that relate to ethics are transformational, transactional (Northouse, 2018), and servant leadership (Greenleaf, 1977). According to Northouse (2018) “ethics is central to leadership because of the nature of the process of influence, the need to engage followers in accomplishing mutual goals, and the impact leaders have on the organization’s values”. Good ethics are based on values, beliefs, and culture. The student was born in the U.K and his sense of morality is different from his work peers. Most were born in Bangladesh and have inherited the business acumen of both their parents and cultural heritage. Bangladesh is not renowned for practicing good ethics, it is 177 out of 190 among the worst countries to do business. In comparison, the U.K is seven (Dow Jones, 2022). The student's observation of ethical standards in his workplace has been found wanting and this transcends the business. Poor ethics can create further problems. Specifically, trust. Part of the characteristics of trust is ability, benevolence, integrity, and predictability (Dietz & Den Hartog, 2006). It is the latter two that can be detrimental to a leader's ability to engage the followers. Followers need to feel that their leader has integrity and that is predictable. If those are not present, then the former two cannot exist. Trust requires leaders to show their good nature to circumvent this situation however, this requires a moral compass pointing true. This ethical leadership is akin to an authentic or transformational leadership style (Brown, & Treviño, 2006), the adoption of which would be an appropriate solution. Organisations such as the John Lewis Partnership have demonstrated this possibility by ingraining trust throughout their structure and culture (Hope Hailey et al., 2014). 
Burns (1978) considers leaders with high ethical standards to be transformational and some such as Wernsing and Peterson it is a repertoire of authentic leaders (Day, 2014). The student's assessment of his leadership capabilities bears out the latter but not the former. 
[bookmark: _Toc107056622]6.0 The Asian perspective
The student has discussed various aspects of leadership but what are the practical implications for the student. The summary in Appendix A shows the student’s tendency to be situationally aware of who is willing to facilitate outcomes. Looking at the student’s workplace how can the student apply this knowledge to the workplace in the various situation where the student feels leadership is required. At present, the student’s view is that of a reward-centred leadership, based on status, power, and money and according to Lencioni, 2020, these leaders either delegate, abdicate, or ignore the responsibilities, and is an indication of an improper motive of leadership. The autocratic leadership style eliminates delegation, micromanaging, and controlling situations and negates abdication, so the conclusion is the lack of responsibilities.
[bookmark: _Toc107056623]6.1 Culture and Religion
The casual observer may have noticed that leaders tend to collaborate with people who look like them and originate from the same culture and geographic location. However, the very nature of the student’s workplace has meant that the leaders and management deal and associate with people from differing backgrounds beliefs, and cultures. Most encounters are external be it suppliers, professionals, or customers. Cross-cultural research has demonstrated that people prefer different leadership behaviours and approaches (Hanna, 2021). House’s cross-cultural leadership theory asserts that a leader's behaviour varies by culture. This implies a leader is capable of change if required (House et al.,1997).
Cultural differences usually are seen through the eyes of the beholder. However, all cultures whether geographically or organisationally are dictated by the values, and beliefs of their respective homogeneous background. The primary studies conducted on leadership and culture are those of Smith and Peterson (1988) and GLOBE (2020). All other studies stem from them, including Hofstede’s cultural dimensions (Hofstede Insights, 2022). The salient points according to Hofstede are, that Bangladeshi ‘people accept a hierarchical order in which everybody has a place, and which needs no further justification. Hierarchy in an organization is seen as reflecting inherent inequalities, centralization is popular, subordinates expect to be told what to do and the ideal boss is a benevolent autocrat’ and on masculinity, he says ‘people “live in order to work”, managers are expected to be decisive and assertive, the emphasis is on equity, competition and performance and conflicts are resolved by fighting them out’ and on indulgence, he says ‘people with this orientation have the perception that their actions are Restrained by social norms and feel that indulging themselves is somewhat wrong. In comparison, the United Kingdom is the opposite. A study conducted by McKinsey Consulting suggests that these are the norms for countries of Asian ethnicity (Barsh et al (2012). 

The other factor that influences leadership in the student’s workplace is Islam. Various aspects of which are easily related to what is termed leadership in academia. The Quran about leadership states ‘each of you is a guardian and is responsible for his subjects’ (Saheeh al Bukhari: 212) and is anchored in the pillars of accountability and trust (Abdallah et al., 2019). Islam preaches shared leadership and the Prophet Mohammad, functioned as a servant to his followers. To his followers, he was considered a transformational leader, so much so that Hart (1978) ranked him as the most influential leader of all time because he had over fifty leadership qualities (Adair, 2010. According to AlSarhi et al, (2014) ‘leadership is an honourably moral activity and a process of communication towards the achievement of a goal. Leaders are primarily distinguished from their followers by the knowledge they have, their commitment to the Islamic principles, and their greater moral values.’ The affinity to many leadership models and theories is patently there for all to see. 

Cultural and religious indifferences tend to have unforeseen side effects whether implicit or not. Some of which the student will discuss below.
[bookmark: _Toc107056624]6.2 Gender and diversity
One aspect where the student feels leadership is sorely lacking in women's representation in the workplace. As mentioned above culture and religion play a great part in this situation. Both are used as an excuse to exclude women and by association the lack of diversity to upend women’s ability to lead. This is down to discriminatory behaviour that has been proven by research (Eagly & Chin, 2010). The irony is that business owners hail from Bangladesh a country whose leadership has had two female prime Ministers for 39 years and counting since independence in 1971 (Banglapedia, 2021). Yet Bangladeshi women occupy only seven percent of businesses headed by women (Hoque & Islam, 2022). That is seven percent more than the student’s workplace. The problem has Senge (2006) noted women leaders are “…people who do not come from the traditional centres of power but the cultural, economic, and demographic periphery…”. In the context of Bangladesh, a poor nation women exist on the periphery by tradition. Even the ascendence of Khaleda Zia, Bangladesh’s first female Prime Minister was opposed by religious and right-wing parties (Chowdhury, 2008). It seems to the student that this attitude and beliefs are prevalent in the workplace. 
[bookmark: _Toc107056625]6.3 Ethics
For the student, this is an ethical issue and by virtue, gender bias rears its ugly head. This dimension of leadership is crucial to a health organisation. Current workplace leadership’s autocratic leadership style dictates no deviation from what they perceive as cultural norms. From the outside, this is a propensity to be with those like ‘you’ (Day, 2014) Leader-member exchange theory suggests the interaction between leaders and followers specifically the dyadic nature of the relation can influence employee outcomes. By this reasoning, the leadership by not diversifying gender equality is weakening their leadership capabilities. There are no discernible differences between men and women in leadership roles (Eagly & Johnson, 1990 (Hyde, 2014).). This shows a lack of understanding of leadership
The student’s leadership profile suggests he would facilitate and promote women to leadership roles through the adoption of a mentoring program. Such a program works both ways as LMX relationships allow leaders to serve as mentors (McManus & Russell, 1997). Research shows this helps women overcome barriers to leadership (Raggins, 2007). Still, this would be difficult to enact due to cultural and religious indifference. Women face barriers to leadership roles when compared to their male compatriots (Day, 2014). 
The ideal situation at the student’s workplace is that the leadership adopt a situational leadership style founded on higher forms of relationship building that when combined will allow leaders to command their followers through referent power.
[bookmark: _Toc107056626]7.0 Solutions/Recommendations.

The student’s employer's leadership modus operandi has been discussed. The focus of which has been the more salient points that the student felt the leaders lacked either the skills or knowledge for great leadership. With that in mind, how would the student remedy the current position? The spotlight will be on the grievances. 
The ethical position is a difficult problem to navigate. Ethical leaders tend to be ‘proactively involved in influencing the ethical behaviour of their followers, often in a transactional way’ (Day. 2014). Leaders with good ethical standards will by default follow the ‘Five principles of leadership’ (Northouse, 2018). For that, a leader needs to adopt an authentic leadership style if he or she is to gain the trust and respect of followers. This needs to be communicated effectively too. Research has shown that good ethical practice benefits profitability (Eisenbeiss et al., 2015). So doing away with ‘dubious’ business practices surely is the way forward. The student's leadership style (Appendix A) lends itself to this situation and his ethical standards mean he can ‘walk the talk.’ For him, this is a reputational issue. The current ethics are driven by profit and this form of ‘ethical egoism’ must move to ethics dictated by ‘altruism’ (Northouse, 2018). 
Larger organisations could adopt an ethics officer as a check and balance to stymie any ethical issues that may arise. As a smaller business venture where cost can be an issue self-leadership is the most practical solution. This requires self-awareness and therefore, emotional intelligence for change. A leader that is both will inevitably in the student’s opinion act in the interest of the followers in doing so they will adopt Robert Greenleaf’s Servant leadership (Greenleaf, 1977) approach. Having sound ethics throughout an organisation improves commitment and morale (Ruiz et al., 2011).
Leader-Member Exchange theory is an option to remedy the diversity issue in the workplace. Doing so will make a leader more effective. Leadership could argue that having a diverse workforce rather than a homogeneous group be it male-dominated could be detrimental (Nishii & Mayer, 2009).
The issue of gender should be solved by the addition of women to the workforce. The student would adopt an initiative-taking approach and stated previously use a mentoring program to encourage women to positions of leadership. As per LMX theory relations need forming. This is not a problem for the student whose ‘western’ mentality is not fettered by cultural and religious baggage. Bringing women to the fore will function as a check and balance to the men's autocratic leadership style as women tend to be democratic (Eagly & Johnson, 1990). 
Employing more women would be the first step as this would go some way toward solving the issue of diversity. Team building should be encouraged as a way of reducing power distances between leadership and employees. That requires relation-building, effective communication, active listening, and feedback. 
An approach that can solve most if not all of the above is through job design. This is a ‘practical approach to reducing job dissatisfaction and enhancing the motivational potential of a job’ (Liu et al., 2022). The principles are based on Taylorism (Taylor, 1911). This will involve leadership who needs to change. Otherwise, the hierarchal structure of leadership will remain. The idea is to adopt a flat leadership structure that many organisations are trending towards (Hanna, 2021). The main purpose of job design is to optimise work processes that encourage responsibility in leadership roles it is in effect an influencing mechanism. Leaders lead by influence and job design is a method to do so. This will support organisational goals and profit. Having included women in the workforce is one thing but a male-dominated workforce needs to break down its mental bias and work together. That requires encouragement and by association motivation. A way of doing so is ‘alignment.’ Daniel Vasella of Novartis fame practiced this as a way of removing change obstacles (George, 2003). 
Motivation comes in various guises, and most are based on human needs. It is often tied to a leader's power base and is a method to motivate employees. As a situational leader various power bases should be considered. The student’s observation of his workplace paints a dire picture. Employees lack motivation as the pursuit of profit is all. The needs and wants of employees are not considered. Authority has never been delegated within the organisation only responsibility (Handy, 2007). This patently needs to change what motivation is needed will be not discussed only the how. There are as with most things in academia myriad theories and models of motivation. The two models that the student finds interesting are those proposed by Deci and Ryan’s self-determination theory (Ryan & Deci, 2000) and the more modern variant built on their works by Hackman and Oldham’s job characteristic theory (Hackman, 1980). What is of interest is that the former discusses autonomy and relatedness. The two may sound contradictory however, the former belies empowerment, and the latter harks back to LMX theory. The latter model canvasses the notion of task significance and feedback. Without feedback, leadership cannot know if the role is important to an employee. This may require job enrichment allowing employees more control of their tasks. Either way job rotation is a way to feed someone into a role that they feel comfortable with. It has the added advantage of reducing stress levels (Rissén et al., 2002) that the student knows too well. 
Motivation is often tied to delegation. Delegation is defined as ‘the transfer to a competent individual, of the authority to perform a specific task in a specified situation’ (NMC, 2019). Delegation is one of the four styles of a situational leader. It increases the credibility of the leader, promotes efficiency, and flexibility, promotes teamwork (Muir, 2006), increases the effectiveness of a leader (Drucker, 2004), and supports leadership. 
Drawbacks? There could be the reluctance of leadership to divest control and authority to peers, plus there is a health and mental well-being issue if a leader retains too much control. This may be considered a form of Laissez-Faire leadership. Research suggests that men are more likely to consider it as such and women less so (Norris et al., 2021). The irony is that the lack of women in the workplace can compound this notion.
There is the issue of accountability too. Will an employee be prepared to take ownership of tasks delegated as Connors et al (2010) noted? Delegation is a learning and development outcome for leadership. As such, when a task is delegated leadership needs to communicate that there is a duty of care. Situations may arise that have legal implications for both the individual and the organisation (Griffiths, 2022). One of the best tools is S.M.A.R.T objectives and delegation must be assigned to a competent employee (RCN, 2022). 
[bookmark: _Toc107056627]8.0 Case study

The above discussions relate to the student’s interpretation of leadership and that of his workplace. The former is a theoretical hypothesis of the student’s ability to lead whereas the latter is the current workplace leadership approach. They are two related scenarios, however, what would be interesting is how a third-party approaches leadership. The following will set out the student’s view of Ricardo Semler’s leadership. The applicable sources of information from Semler (1989), Maddux et al., (2014), and Semler (1993) will form the base of the student’s discussion of his approach.
Ricardo inherited his father's business at an early age, and some would say that he was set up to fail just to prove a point. The student argues that this was a leap of faith on the part of his father, he trusted him enough to at the very least try to succeed. The business was run as a fixed autocratical hierarchy with power distances to match. This was a hindrance, so much so that it led to the firing of many in top management. Later he bought on board Clovis da Silva Bojikian who was a kindred spirit in Selmer’s mould. The two set about changing the business. This led to a dramatic change in the direction of managing various aspects set out in the ‘Semco Survival Manual.’ The student is not going to discuss each aspect in length only delve into those that can concern the student’s workplace. The crux of Selmer’s approach was the democratising of leadership through participation. He did so by allowing employees to set their hours, timetable, how they dressed, employment rules, feedback, and evaluations and instigated a level of employee transparency that was unheard of at the time. The idea was to put the problem-solving decision in their hands. Admittedly there teething issues but the results in company performance speak for themselves. 
This was achieved through motivation by increased participation, this is backed up by Lawler (1973) that suggests that employee involvement increases performance. Employee empowerment management was introduced which led to changes in ‘social architecture’ (Senge, 1994) that led formed self-managing teams.
One aspect of Selmer’s approach was the introduction of ‘flex-time.’ This is not too dissimilar to the student’s workplace. It exists not at the behest of leadership but out of necessity. It is a consequence of the recent COVID-19 pandemic. Indeed, this approach is becoming more prevalent as more businesses understand the benefits of doing it. An experiment has recently commenced in the U.K to gather more data on this approach (Kuta, 2022).
Another aspect that Ricardo endeavoured to change was the work environment. His was a more superficial way of doing so. The idea was to break down stereotypes. When this logic is applied to the student’s workplace the lack of women in the workplace let alone in leadership roles seems at odds with Selmer’s approach. Selmer redesigned the workplace and instigated role rotation and used this to empower women by placing women in various programs to promote them and were known as ‘Semco women.’ The lack of women means hinders this approach in the student’s workplace.
There is one aspect of Semler’s approach that whilst worthy would be difficult to replicate and that is the reduction in the layers of management. Due to the autocratic nature of leadership management layers are kept to a minimum. The workplace needs to do the opposite by increasing management layers, not by employing outsiders but by empowering employees to make decisions and this requires delegation. This means relinquishing control through the adoption of a matrix structure of management like Semco’s. Authority needs to move to employees however, they also need to take ownership of the decisions they make. Will they want to? According to McGregor (1960), there are two types of employees, those that dislike responsibilities (Theory X) and those that do (Theory Y). 
Unfortunately, it is easier for leadership to operate a blame culture (Gorini, 2012) to exert control. This ‘emotional labour’ wastes a lot of time and effort (Gabriel, 2015). It impacts employee behaviour including indifference and disengagement doing the opposite will increase morale and motivation (Khatri & Hicks, 2009). Finger-pointing will stop if all move to a position of accountability and alignment thus avoiding what Connors et al. (2010), termed the victim cycle. 
Looking at Semler’s ‘life story’ you can see that upbringing, environment, focus, networks, and alliances (Elliot & Stead, 2008) have influenced his leadership approach. This formed the foundation of his leadership style of integrity, transparency, support, relationships, creativity, emotional intelligence, and communication all traits of a transformational leader that validate LMX theory.
The student has mentioned that workplace leadership should adopt a flat leadership structure like that espoused by Semco. However, the student’s workplace follows a traditional leader-follower style structure, however, Marquet (2015) this is all good and well if leaders do empower followers otherwise, they will remain as followers and not leaders.
[bookmark: _Toc107056628]9.0 Concluding thoughts

All successful leaders should have the ability to identify and apply the appropriate strategy at the right time that should benefit all stakeholders. Or in the words of Yukl (1994), ‘it has been a long-held belief that the major factor which distinguishes successful organisations from their less successful counterparts is the presence of dynamic and effective leadership.
According to Rooke and Torbert (2005), every business needs a transformational leader, and Bass and Vanderberghe (1999) would add a transactional leader, and this, in turn, requires empathy towards employees, and emotional construct (Salvovey & Mayer, 1990). Whilst the student does not argue with these premises he would add the current workplace leadership needs to get the basics right first before diving into the deep end. After all, poor leadership can hinder an organisation and impact its ability to generate innovative ideas and solutions. This had led to the failure of many organisations (Ibrahim & Daniel, 2019). 
Many attributes of a leader are not too dissimilar to a learning organisation. According to Senge (2006), a learning organisation needs to master five disciplines of those shared vision, system thinking, mental models and personal proficiency are qualities akin to a leader's capabilities. The student’s view is that the workplace sadly does not fulfil these criteria. To demonstrate this look at the issue of women leaders in the workplace. Senge (2006) suggests that women leaders are “...people who do not come from traditional centres of power but from cultural, economic, and demographic periphery …”, unfortunately, the current mindset of the student’s employers is where they will stay. They use ‘socially constructed taboos’ (Sinclair, 2005) and roles predicated by culture and religion as an excuse for leadership failings. This lacks foresight and according to Greenleaf (1977), this is tantamount to ethical failure. Research has demonstrated that women's leadership can enhance organisation (Catalyst, 2008).  

Meta-analysis has demonstrated that leaders tend to be extroverts (Spark et al, 2017). The student’s journey through life has taken him from being an introvert to an extrovert. This was not a natural progression but a necessity. Studies have shown that leaders who exhibit extraversion make effective leaders (Spark et al., 2018). This is borne out by the assertion that most organisations do not have leadership that is considered charismatic or visionary, ‘traits’ that are considered an ingredient of being an extrovert and both do remove failure from the equation (Yukl, 2008). However, the defining reason the student grew into a leadership role is simply starting his own business that required both leadership and management skills. The results of the self-reporting questionnaire bear this out and the student considers it a true reflection of his leadership standing.
A crucial point to note is that poor leadership can affect career progression and for example, if there were any transgressions by leadership at any level of an organisation could lead to dismissal (Wu, 2004). There is a rise in investor activism that has forced leadership change over the years (Parekh, 2020) If this is taken to its logical conclusion, leadership needs to take into consideration his or her followers who they serve, and it is them that a leader is accountable to. 
Moreover, the student’s advocation of a blend of situational and leader-member exchange leadership as his solution to workplace change does not necessarily follow that it will succeed. A study by Lieberson and O’Connor attests that leadership does not enhance organisational performance because of situational factors, so the choice of situational approach may not be right as they stated it is these situational factors that hold back leadership (Wernicke, Sajko & Boone, 2021). Just goes to show there is no set formula for leadership.
Finally, when it comes to leadership the average person on the street would find it difficult to name excellent CEOs of well-led companies or organisations unless they exist in that realm. Instead, the consensus would be that most can name those in the limelight be it in the media and or social networks, examples of which are the likes of Richard Branson and Elon Musk in business, Gareth Southgate in sport, or historical figures of the past such as Martin Luther King Jnr, Mahatma Gandhi and Nelson Mandela, all excellent leaders no doubt, transformational too and the latter exemplify servant leadership but, their leadership is focused on a single aspect of their life be it business, sport, or freedom. However, the student would argue there is one leader that stands above them all: God. God no matter what religion you believe in transcends all boundaries and to believers, he possesses all the virtues that even an academic in the field of leadership would recognise, integrity, values, principles, ethics, fairness, and authenticity. In the interest of veracity, the student is not a pious person, therefore, his opinion is subjective. 
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Appendix A – Summary of Leadership Self-reporting questionnaires

1. CONCEPTUALISING LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – SKILL, BEHAVIOUR, PROCESS
LOWEST SCORE – ABILITY, RELATIONSHIP, TRAIT
SUMMARY 
Score indicate the student is a problem solver that delivers goals by adopting a practical approach. Does not have natural abilities and lacks relationship building nuance, an introvert. 


2. FOLLOWERSHIP QUESTIONNAIRE
HIGHEST SCORE – INDEPENDENT = 44
LOWEST SCORE – ACTIVE ENGAGEMENT = 51
SUMMARY 
The scores indicate that the student has exemplary fellowship style. This indicates he has the mindset to follow.




3. TASK AND RELATIONSHIP QUESTIONNAIRE
HIGHEST SCORE – TASK = 47
LOWEST SCORE – ACTIVE ENGAGEMENT = 42
SUMMARY 
The scores are close. However, the student is more goal orientated and lacks people skills. This validates the results of Q 1.


4. TEAM EXCELLANCE AND COLLABORATIVE TEAM LEADER QUESTIONNAIRE
HIGHEST SCORE – N/A
LOWEST SCORE – N/A
SUMMARY 
The scores indicate student is an effective leader that is able to delegate tasks with followers having high empowerment levels to execute tasks. 



5. LEADERSHIP STRENGTHS QUESTIONNAIRE
HIGHEST SCORE – ANALYTICAL, IMPLEMENTOR, INNOVATOR = 33, 26, 24
LOWEST SCORE – MEDIATOR = 22
SUMMARY 
As with the above, the result of this questionnaire confirm that the student is inclined towards a leadership that is cognitive and practical. Again, as with other scores the lack of mediation skills indicates the student is not confident in relation building. 



6. LEADERSHIP VISION QUESTIONNAIRE
HIGHEST SCORE – VISION = 45
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is set directions and goals, abilities needed for someone who is a pragmatist.



7. LEADERSHIP TRAIT QUESTIONNAIRE
HIGHEST SCORE –  = x 5
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is diligent and ethical. Relations scoring are lower again. The average results (not included)  of five respondents who completed the questionnaire were within 2% of student’s results thus, confirming the results.


8. MULTIFACTOR LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – TRANSACTIONAL
LOWEST SCORE – PASSIVE/AVOIDANT
SUMMARY 
The results confirm that the student is not a natural leaders more of an emergent one as with previous interpretations the transactional leadership style seems accurate.



9. LEADERSHIP BEHAVIOUR QUESTIONNAIRE
HIGHEST SCORE – TASK 50
LOWEST SCORE – RELATIONSHIP 50
SUMMARY 
The scores indicate that the student is capable of adapting behaviour to suit the situation. Previous scores have indicated low capability of relationship building, however, this results that the student has social-awareness to do so. 


10. LEADERSHIP SKILLS QUESTIONNAIRE
HIGHEST SCORE – ADMINISTRATIVE 27
LOWEST SCORE – INTERPERSONAL 25
SUMMARY 
The scores confirm previous results of Q9



11. LEADERSHIP STYLE QUESTIONNAIRE
HIGHEST SCORE – DEMOCRATIC 25
LOWEST SCORE – LAISEZ-FAIRE 14
SUMMARY 
The scores indicate that the student is capable of delegating and empowering followers but can adapt style if necessary. The authoritative score indicates the student is decisive.


12. LEADERSHIP TRAIT QUESTIONNAIRE
HIGHEST SCORE –  x 5
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is diligent and ethical. Relations scoring are lower again. The average results (not included) of five respondents who completed the questionnaire were within 2% of student’s results thus, confirming the results.


13. SITUATIONAL LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – N/A 
LOWEST SCORE – N/A
SUMMARY 
The results indicate that the student is adaptable in nature. Indicating he is aware of his surroundings and able change leadership style to suit.


14. SERVANT LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – 28
LOWEST SCORE – 13
SUMMARY 

With an average score 23 indicates that the student is capable servant leadership. However, with a low score of creating value the student shows an inability to build value for communities. The seems the lack of relationship building is the reason why. 

15. PATH-GOAL LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – DIRECTIVE 15
LOWEST SCORE – SUPPORTIVE/ ACHEIVEMENT ORIENTATED 13
SUMMARY 
The scores indicate that the student prefers a more directive style, with participative being the least used approach. This indicates that the student prefers to delegate.


16. LMX 7 QUESTIONNAIRE
HIGHEST SCORE – 31
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student exhibits high quality leader member exchange. This is odd result considering the other relational results are weak. This score could be the result of different interpretation of the question or simply confirm that the situational awareness allows for change for better relations management.


17. AUTHENTIC LEADERSHIP SELF-ASSESSMENT QUESTIONNAIRE
HIGHEST SCORE – INTERNALISED 20
LOWEST SCORE – BALANCE PROCESSING 16
SUMMARY 
The scores indicate that the student is reflective and self-effacing that portrays genuine side of his character.


18. ETHICAL LEADERSHIP STYLE QUESTIONNAIRE
HIGHEST SCORE – DUTY ETHICS 7
LOWEST SCORE – UTILITARIAN ETHICS 2
SUMMARY 
Only two categories received a score. This indicates that the student ethics are imbedded and not subject to change. He views ethics in a black and white spectrum and leads by example. 


19. DIMENSIONS OF CULTURE QUESTIONNAIRE
HIGHEST SCORE – PERFORMANCE ORIENTATED 7
LOWEST SCORE – GENDER EGALITARIAN 3
SUMMARY 
The results a varied. The performance orientated score indicates and confirms that the student is task orientated and the gender egalitarian score confirms that the student lacks bias towards women and is more inclusive therefore, democratic. The power distance score confirms the student’s in ability for social interaction and the future orientation being below average suggests the student is forward thinking.


20. GENDER-LEADER IMPLICIT ASSOCIATION TEST
HIGHEST SCORE – N/A
LOWEST SCORE – N/A
SUMMARY 
The difference in time between the result of Trial A (28.5s) and Trial B (25.5s) of three seconds suggests the student does not associate women to ‘tradition’ roles and see women as a natural fit for leadership. This result confirms the requisite score above (Q20). Further, culturally, the student is counter intuitive to Bangladeshi cultural patterns.
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