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[bookmark: _Toc88592594]Executive summary

Today, globalization of company’s requires the need for effective leadership, a leader who can carry people along with them during crisis and change through the power of influence. The report covers the assumptions of theories X,Y and Z, that dictate styles of leadership. It was found that every leadership style has its effect depending on the context it is used in but however, some leadership styles have failed to meet basic requirements of a good leader, such as the autocratic leadership style closes its doors for openness and team bonding which are vital for a constructive working environment. The study further discusses leadership styles that could be more effective during uncertainty and have also been tested by leaders across the world. The report looks into the case of Chris Banks, the CEO of a multi-national company, who is going through major issues after being struck by the pandemic. He fails to meet the expectations of his followers by not leading them correctly. Furthermore, the report recommends a new leadership style for Chris  and what he can do to create a positive working environment for his organization. 
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[bookmark: _Toc88592596]Task 2-part 1 
[bookmark: _Toc88592597]Introduction
What is leadership? As simple as it sounds, the more complicated the answer can get because of its complicated nature, therefore no precise and accurate definition  can explain leadership to its best. However, various terms have given a better understanding to leadership such as ‘an influential process that happens between a leader and his followers leading to outcomes’ and ‘through a leader’s unique characteristics, traits and behaviours’. Leadership has now become a universal belief that marks its significance in the effective functioning of organizations and the society (Day, 2012). Leadership is a collection of characteristics, self-perception, effective communication, emotional intelligence, drive, organization, trustworthy, charisma, vision and many more (Kirkpatick and Locke, 1991).
This report will discuss the relationship between leadership philosophies and leadership styles and include a critical analysis of three leadership styles used in today’s modern workplaces with growing uncertainty. The report will refer to a case study based on leadership in exponential change and suggest a few recommendations for Chris Banks, the CEO  of a multinational company that can improve his style of leadership and how he can create a constructive working environment.
[bookmark: _Toc88592598]1.Leadership styles
[bookmark: _Toc88592599]1.1 Theory x and autocratic leadership
With time many leadership theories were introduced, modified and clarified and yet every theory is still relevant-reason being the relevance of these theories depends on the context it is used in- situations, workplace, organizational changes, new information and developments, all have a significant impact on leadership styles (Nawaz and Khan, 2016). Pioneer Douglas McGregor (1960) introduced theory X and theory Y. He believed leadership styles are influenced by a leader’s perception of their employees. Theory X has a pessimistic leader’s view that assumes people are too lazy, dislike work and avoid responsibilities. These people need control, supervision and direction at all levels. They have no ambition to work and thus need continuous motivation, rewards and punishment to get work done (McGregor, 1960). 
A theory x leader typically takes on the role of an autocratic leader who leads with individual control and without the involvement of others. They make judgements and take up all decisions, therefore team members are very rarely trusted with any responsibilities and decisions due to the assumption that people don’t want responsibilities. An autocratic leader focuses highly on organizational performance, they make the rules and dictate employees to what needs doing pushing them to work harder towards company goals as they are believed to dislike work and so need constant motivation through extrinsic rewards and punishments. Employees are assumed lazy so therefor, are supervised, monitored and controlled very closely and individually (Chukwusa, 2018). This style relieves stress of employees as leaders take on crucial decisions, and due to clear communication productivity is improved. However, this style suits a military setup better as the army are focused on orders and therefore will limit innovation in creative environments. A struggling  company facing change can benefit more as direct orders can show clarity and guide towards goals quicker. However, this style may have more effect in small organizations where the leader is more powerful and
knowledgeable.
[bookmark: _Toc88592600]1.1.1 The case study
 Reflecting on the case, Chris Banks is a successful CEO supervising a multinational company over the last 25 years but however his leadership has come to question due to the uncertainties that have risen in the year 2020, the pandemic. Chris’s authoritarian leadership style can be linked to  theory X, assuming employees are too lazy to take on responsibilities. Chris restricts his ability to foresee the coming problems by excluding the involvement of team members from crucial  discussions and decisions which further restricts useful knowledge that could be beneficial. If the creeping changes in the workplace were addressed through discussion and taken into consideration then the current issues in the workplace would not have worsened, opportunities would not have been missed and risks would have been estimated (Dyczkowska and Dyczkowski, 2018).
[bookmark: _Toc88592601]1.2 Theory Y and democratic leadership
Theory y has an optimistic view stating that work comes to people as natural as play and rest and it is experience that has led them to be this way. This type of leadership shares collaboration and trust in-between leaders and team members. It assumes employees are happy to take on responsibility, are self- controlled and motivated, enjoy the workplace, are innovative and thrive on challenges. Therefore, leader’s roles are dedicated to improving their growth and development opportunities and help them reach their full potential (Aithal and Kumar, 2016). Theory Y can be related to the democratic leadership style that emphasizes highly on performance and employee well-being. Democratic leaders encourage collaboration in all decision making and can be associated with high workplace morale, productivity, job satisfaction and commitment. This relationship exists due to the trust and mutual understanding shared in between leaders and team members because leaders are of the thought that their team are highly skilled and have the ability to fulfil tasks without constant supervision. They have a vision and drive to understand employee needs and to carry them along through changes (Sharma and Singh, 2013). Reflecting on the case, Chris has witnessed staff resignation and low employee morale. Over the years, research found autocratic leadership to have grown huge criticism for being responsible for high levels of absenteeism and high turnover in organizations (Chukwusa, 2018). Emphasis on the well-being of employees is vital which has not been addressed due to the lack of communication and trust under Chris’s supervision. Democracy allows such internal issues to stand out during discussions and meetings and then focus could have been more on reducing staff turnover and increasing job satisfaction. However, democracy is good as it promotes creativity, strengthens work relations and gives a voice but the downfall can be the time-consuming process when crucial decisions need to be made. 
[bookmark: _Toc88592602]1.3 Theory z and Laissez-fair
Theory z was updated by William Ouchi in 1981 and was presented as a Japanese management style. It assumes that employees have a desire to be connected to the organization, so therefore, a job for life with a satisfied working environment, appropriate and necessary resources, and support from management is vital and in return employees will show commitment and loyalty that will ensure in increased  productivity. Furthermore. it pays attention to the adaption to organizational culture addressing employee needs in and out of the organization (Islam and Kalumuthu, 2020). Laissez faire style can be related to theory z as leaders have huge trust and reliance on employees, they give as much freedom as possible by limiting intervention, encouraging creativity and experience to achieve goals. This style benefits from high retention levels and developing skilled workers, provides a good work environment but however will not suit smaller organizations as leaders cannot afford to waste time and resources through mistakes, lack of structure, limited support and can be confusing especially for newcomers (Tosunoglu and Ekmekci, 2016).

[bookmark: _Toc88592603]2. Leadership styles during uncertainty

Changing times and globalization require the need for leaders to detect creeping issues, show flexibility and make productive decisions (Choudhury and Collins, 2021). This calls for a more effective leadership style that involves more interpersonal skills to face future challenges and as a global successful leader to possess skills under three categories-  administrative, interpersonal and conceptual skills (Chuang, 2013).
[bookmark: _Toc88592604]2.1 Transactional leadership
This style reflects an exchange theory in between the leader and employees, benefiting the interest of both parties. It focuses on rewards and punishments as motivators to push everyone towards organizational goals. It focuses on areas of management, structure and team performance; therefore, employees are monitored closely to ensure goals are met and then rewarded and punished accordingly. This style is beneficial as it maximises efficiency and productivity by setting standards and giving regular feedback to allow improvement but however, does not allow much scope for growth. Transactional leadership can be very effective during emergency and crisis situations as it focuses on task completion and with clear communication and well-defined duties, tasks are ensured to be accomplished on time (Akhigbe, Finelady and Felix, 2014). Bill Gates is an example, who during the early days had mainly focused on setting goals and closely monitored its execution to ensure the company can reach the vision he had foreseen, focused on merely tasks providing employees very little freedom, he then later changed to a transformational leader (Kristaly, 2020). 
[bookmark: _Toc88592605]2.2 Contingency leadership 
The contingency theory, created by Fred Fiedler in 1960 suggests that there is no one precise style of leadership and that one style is not always effective, thus leaders are influenced by the inner and outer elements of the environment to adapt to particular situations. The theory works in association with the Fiedler model and LPC (Least- preferred co-worker) scale by identifying the style, situation and determining which leadership style in between task oriented and people orientated is effective for a specific situation (Nawaz and Khan, 2016). The theory is proven valid and reliable due to huge empirical support and has developed expanded knowledge on situational impacts however, it has been criticised to lack flexibility. Fiedler believed leadership styles are fixed therefore he restricts the chances of allowing flexibility in leaders and proposes a leader be replaced if situation cannot be handled (Da Cruz, Nunes and Pinheiro, 2011). This style can be associated with leaders such as New Zealand’s prime minister, Jacinda Arden, who demonstrated her leadership skills against uncertainty during the pandemic and Christ Church mosque shootings. For the pandemic, she set up a four-step alert system and made clear of what was needed from citizens. Her approach to the situation was explicit so therefore people were aware in advance that the situation was accelerating. Christ Church situation was dealt with compassion and thorough action. Her style displayed a different aspect of leadership through kindness and empathy (Kerrissey and Edmondson, 2020).
[bookmark: _Toc88592606]2.3 Transformational leadership
It can be suggested for Chris to take up Transformational leadership as he enjoys the authoritarian status of a leader. This new style will develop a role that holds as much importance but the difference is, through influencing employees in such a way that provokes them to perform better rather than through dictatorship. Transformational leadership focuses on four key areas. Idealized influence- Seeking paths to success by influencing follower’s values, beliefs and goals and by displaying ethical conduct. Chris needs to create a trusting and respectful image of himself through good actions that will enable followers to look up to him. The level of trust creates an atmosphere where employees are provoked to push themselves beyond limits to reach organizational goals (Korejan and Shahbazi, 2016). Chris’s aim will be to take on challenges and move the organization towards a better future by identifying environmental needs and facilitating change. Inspirational motivation- Uncertainty has decreased employee morale in the workplace leading to other issues, therefor, Chris as leader, can strengthen employee morale through motivation and a consistent inspiring vision to enable followers to remain optimistic. Intellectual stimulation- Here leaders promote innovation and creativity and build team rapport.  Individualized consideration- This area emphasizes on the growth and development of employees by encouraging empowerment, clear communication and recognizing individual needs, only then can problems come to attention, detected and solved. For example, employees were aware of the need for advanced technology and automation, if this was discussed earlier, Chris would have been able to develop work procedures and facilitate tasks that would create a better, less stressful workplace for everyone, further resulting in reduced employee turnover. This style will build trust in between employees and Chris leading to the stimulation of innovative working behaviour- looking towards bringing in change, sharing and implementing new effective ideas (Li et al., 2019).
 The biggest strength it holds is the role of influence that leads to employees thinking that their individual  interest  is greatly tied with organizational interests so therefore, reaching goals benefits all (Bose and Haque, unknown). However, Lee (2014) notes the manipulation of influence. The criticism reflects on Hitler, as a transformational leader who had exploited his emotional interests in a negative manner and utilized his power for unethical means and self- satisfaction. Such effects can lead to blind trust in the followers leading to leaders developing an autocratic style. However, it can be argued that the strong transformational leader can truly do justice to their role as this type of leadership requires the essential need for morals which would be difficult to manipulate due to strong ethics (Lee, 2014).

[bookmark: _Toc88592607]3. Constructive working environment
Today, more than strategies and resources, employees hold more significance in organizations in relation to positive outcomes as they are the minds executing tasks. This depends not only on individual skills but the work environment surrounding them (Amabile et al., 2004). Each organization holds its distinctive culture that represents the way they operate and treat each other and is spread across all areas of functioning.  McKinlay and Williamson (2010) noted, “It is like  the air that your employees breathe every moment they are at work” and therefore, leaders need to ensure the air is healthy and is supporting their growth and development. Leader influence plays an essential role when it comes to employee performance, productivity and culture .
[bookmark: _Toc88592608]3.1 Organizational structure and Vision
In reference to the case, the current work environment has accelerated major issues from productivity, performance, low motivation, mental health issues and staff resignations due to the leader lacking vison, drive and skills which are vital elements of a successful organization. As leader, Chris needs to create a constructive work environment by first promoting and sharing the vision. This is the image an organization foresees for its future and should reflect rising demands. Clear visions lead to clear goals, a sense of direction, interest and synchronized activities (Suranga, 2014). Organizational structure coordinates the organizations tasks, processes, systems and people in a systematic manner towards the company’s mission (Ahmady, Mehrpour and Nikooravesh, 2016). Before the pandemic Chris’s company needed change as it lacked advanced resources in technology which today is referred to as a basic element for the means of production. These are necessary resources that facilitate change and can therefore increase job satisfaction. As leader, Chris needs to communicate relevant information to employees regarding company situations and changes in the mission only then can a vision be shared and worked on together. 
[bookmark: _Toc88592609]3.2 Prioritizing norms
Prioritizing norms is vital in organizations, these are the explicit and implicit rules expected from everyone and shared across the organization. Chris needs to identify with the norms and promote a behaviour that accepts shared ownership, to believe in the best for the organization, to generate respect and trust, mitigate biasness and encourage empowerment, collaboration and voice so employee issues can be heard and to take responsibility for actions. Workplace norms have been strongly related to the contribution of an individual’s level of work stress if not carried out effectively (Rennesund and Saksvik, 2010). 
[bookmark: _Toc88592610]3.3 Building cohesiveness
Building cohesiveness are the actions towards forming group unity. As leader, Chris needs to initiate the lead in creating a collaborated environment by bringing together talent, skills and expertise into a collective force. To increase coordination in relationships amongst members that increases team building and effective communication that further encourages effective work performance. Team building enhances management strategies allowing to respond rapidly and make sound decisions and generates trust and an open culture (Pramlal, 2004). 
[bookmark: _Toc88592611]3.4 Promote standards of excellence
Constructive work environments require to support and encourage employees to reach their full potential. They are to be flourished through mentoring, recognition for hard work, rewards and constructive feedback. This will enable them to develop flexibility and resilience to deal with uncertainty, challenges and sudden changes. Leaders need to hold their focus strong and keep employees on track during difficult times (Sharir, 2013).
[bookmark: _Toc88592612]Conclusion
Conclusion can be drawn that leaders play a significant role in organizational performance and productivity. Findings suggest leadership styles are all important and depend on the context it has been used, therefore not every style will suit every situation and must be changed according to assumption, people and environment. Studies show many leadership styles have evolved that are more effective during uncertainty and that traditional styles need to be enhanced to tackle demands.  Leaders play a vital role in supporting and developing employees to face challenges and adapt to change and have the power to influence their followers through good actions, therefore, to maintain this position it is important the correct leadership style is used that is effective and can positively impact the organization as a whole.
[bookmark: _Toc88592613]Recommendations
It can be recommended to Chris to delve deeper into effective leadership styles of today that can result in positive outcomes for the organization. Transformational leadership focuses on the well- being of both the company and its people who are crucial for success, therefore, this style can benefit himself to maintain and develop his long leadership position by understanding the environmental needs and facilitating change effectively with the support and collaboration of team members.



[bookmark: _Toc88592614]References
Ahmady, G.A., Mehrpour, M. and Nikooravesh, A., 2016. Organizational structure. Procedia-Social and Behavioral Sciences, 230, pp.455-462.
Aithal, P.S. and Kumar, P.M., 2016. Comparative analysis of theory X, theory Y, theory Z, and Theory A for managing people and performance. International Journal of Scientific Research and Modern Education (IJSRME), ISSN (Online), pp.2455-5630.
Akhigbe, O.J., Finelady, A.M. and Felix, O.O., 2014. Transactional leadership style and employee satisfaction in Nigerian banking sector. European journal of business and management, 6(26), pp.15-23.
Amabile, T.M., Schatzel, E.A., Moneta, G.B. and Kramer, S.J., 2004. Leader behaviors and the work environment for creativity: Perceived leader support. The Leadership Quarterly, 15(1), pp.5-32.
Bose, T.K. and Haque, M.E., Transformational Leadership: Concepts, Applications, Criticisms and Evaluations.
Choudhury, W.S. and Collins, D., 2021. Leadership in Times of Uncertainty.
Chuang, S.F., 2013. Essential skills for leadership effectiveness in diverse workplace development. Online Journal for workforce education and development, 6(1), p.5.
Chukwusa, J., 2018. Autocratic leadership style: Obstacle to success in academic libraries. Library Philosophy and Practice, p.1.
da Cruz, M.R.P., Nunes, A.J.S. and Pinheiro, P.G., 2011. Fiedler's Contingency Theory: Practical Application of the Least Preferred Coworker (LPC) Scale. IUP Journal of Organizational Behavior, 10(4).
Day, D.V., 2012. Leadership.
Dyczkowska, J. and Dyczkowski, T., 2018. Democratic or autocratic leadership style? Participative management and its links to rewarding strategies and job satisfaction in SMEs. Athens Journal of Business & Economics, 4(2), pp.193-218.
Islam, M.E. and Kalumuthu, K.R., ASSUMPTIONS OF THEORY Z: A TOOL FOR MANAGING PEOPLE AT WORK. The Asian Journal of Professional and Business Studies, 1(1).
Kerrissey, M.J. and Edmondson, A.C., 2020. What good leadership looks like during this pandemic. Harvard Business Review, 13(1).
[bookmark: _Hlk85010098]Kirkpatick, S.A. and Locke, E.A., 1991. Leadership: do traits matter?. Academy of management perspectives, 5(2), pp.48-60.
Korejan, M.M. and Shahbazi, H., 2016. An analysis of the transformational leadership theory. Journal of fundamental and applied sciences, 8(3), pp.452-461.
Kristaly, M., 2020. Property Management Leadership in Digital Era.
Lee, M., 2014. Transformational leadership: is it time for a recall?. International journal of management and applied research, 1(1), pp.17-29.
Li, H., Sajjad, N., Wang, Q., Muhammad Ali, A., Khaqan, Z. and Amina, S., 2019. Influence of transformational leadership on employees’ innovative work behavior in sustainable organizations: Test of mediation and moderation processes. Sustainability, 11(6), p.1594.
McGregor, D., 1960. Theory X and theory Y. Organization theory, 358(374), p.5.
McKinlay, J. and Williamson, V., 2010. Creating an ideal workplace culture: the keys to unlocking people talent.
Nawaz, Z.A.K.D.A. and Khan_ PhD, I., 2016. Leadership theories and styles: A literature review. Leadership, 16(1), pp.1-7.
Pramlal, A., 2004. The influence of team cohesiveness on team effectiveness (Doctoral dissertation).
Rennesund, Å.B. and Saksvik, P.Ø., 2010. Work performance norms and organizational efficacy as cross-level effects on the relationship between individual perceptions of self-efficacy, overcommitment, and work-related stress. European Journal of Work and Organizational Psychology, 19(6), pp.629-653.
[bookmark: _Hlk87610834]Sharir, E., 2013. Culture of excellence: The secret to creating a high performance organization. Retrieved May, 10, p.2018.
Sharma, L.J.K. and Singh, S.K., 2013. A study on the democratic style of leadership. International Journal of Management & Information Technology, 3(2), pp.54-57.
Suranga, J.M., 2014. Importance of corporate vision. In Proceedings of International HR Conference (Vol. 1, No. 1).
Tosunoglu, H. and Ekmekci, O., 2016. LAISSEZ-FAIRE LEADERS AND ORGANIZATIONS: HOW DOES LAISSEZ-FAIRE LEADER ERODE THE TRUST IN ORGANIZATIONS?. Journal of Economics Finance and Accounting, 3(1).
[bookmark: _Toc88592615]Task 2- part 2
[bookmark: _Toc88592616]Reflective report

Uncertainty and the speed of change along with globalization in the world has called for unique leaders who can communicate effectively and explicitly, possess the influential factor, meet environmental needs, facilitate change and lead with the aim to maximise the efforts of others towards achievement (Choudhury and Collins, 2021).
This writing will use the Gibbs model of reflection to explain the understanding of this topic. This model was introduced by Gibbs (1988) to support experiential learning with a reflective and continuous framework. The model unravels six areas of reflection. The Gibbs model emphasizes on the ‘feelings’ aspect of an individual and therefore, has proved to be helpful in relating personal encounters with professional values (Markkanen et al., 2020).
Description
The module covered was about emergent leadership skills in the workplace. The topic began by distinguishing between leaders and managers and how leadership occurs in different situations, moving towards leadership theories X Y and Z, styles  such as autocratic, democratic and laisez-fair and characteristics. The module covered new leadership styles that are needed during uncertainty and the importance of ethics in leaders. Eric Osei, my tutor had assigned the class with the module assignment, which was a report based on a case study, a piece of reflective writing and to create a video based on leadership styles.
Feelings
The first day started very nervous as I felt better being taught online but however a few regular classes had boosted my confidence level as I started enjoying the social interaction with others. I felt everyone else was going through the same emotions as they were happy too to be back on campus. The learning experience was over whelming because as simple as the topic sounds the deeper the description was but however, was enjoyable as I liked to participate in class discussions and activities. There were many perceptions of leadership that I was introduced to. It was interesting to know how leaders use assumptions to lead others and the characteristics required for a good leader. This definitely got me thinking about which of these characteristics do I possess that could make me a good leader. My other module based on developing emotional intelligence had helped me further in understanding the requirements of a good leader such as self-awareness, self-regulation, social skills and managing relationships. I felt both topics integrated well with my comprehension and gave more clarity to the assignments. The video assignment went very well as I feel I have good communication skills and was able to express my views and explain my democratic way of leading and how I felt this style was beneficial at my workplace.
Evaluation
I feel what went well about this module was Eric assigning the class with small activities every week which really helped to develop that extra knowledge and further understanding of the topic. For example, Sandra’s case study based on selecting a suitable candidate for a CEO role which led to identifying key characters and traits for a good leader. We also completed leadership tests to see what kind of a leader we are in person. Eric helped the class really well by setting paraphrasing exercises enabling us to rewrite big articles in simple sentences to support the assignment.  What I felt didn’t go so well was that the information seemed to be very repetitive and overlapping which caused confusion in understanding leadership so therefore it took longer than usual for me to complete the report. 
Analysis
I feel things went well because the topic was interesting, and everyone was determined to learn and therefore everyone was able to keep on top of tasks but however, I feel what lacked was group activities. According to Belet (2016) Action learning is an effective process for team problem-solving that works towards enhancing essential leadership skills and developing areas of learning advantages individually, on team level and organizational levels. Team activities and practical learning would have assisted in practicing leadership skills and in improving team collaboration and participation resulting in better understanding of key characters.
Conclusion
I have learned the many essential characters of a good leader and how being emotionally intelligent towards others can not only help build good relations but also improve job satisfaction, decrease turnover and improve organizational productivity. I have learnt that some characters are inherent, and others are developed and also that ‘ not one size fits all’. So therefore, leadership styles are taken up in accordance with context and the people you are leading, based on leadership assumptions.



Action-plan
I would now take up any opportunity to practice the leadership skills I have learned, be it at home, work, university or socially and to pass on the knowledge where it could be needed. I feel leadership skills need to be practiced where possible to gain some feedback that will further support in improvement. I will work better towards enhancing myself through models such as the Mayer and Salovey mental ability model (1997) and Goleman’s competency model (1998). Overall, it has been a constructive learning experience.
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