


Leadership is defined in various ways, but it is concerned with the ability to persuade others to achieve a common goal (Hughes, 2009). Whether this skill is something a person is born with or something they can learn has been deemed debatable. There is also the question of what leadership style is best. Idris and Ali (2010) have outlined that the main factors of organisational achievement include leadership in a transformational style and best-practice capabilities. This essay will focus on multiple leadership strategies and theories whilst considering their application in the workforce of the healthcare environment. Motivation, values and competencies, truthfulness, and morality are essential qualities in a leader: self-confidence, intellectual capability, and business knowledge (Kirkpatick and Locke, 1991). However, many attributes can only be learnt and developed through practice. Therefore, a leader should have many skills and motivate others to achieve their goals. 
The Tannenbaum and Schmidt Continuum is a seminal study in management and leadership. In a 1958 Harvard Business Review article titled 'How to Choose a Leadership Pattern,' Robert Tannenbaum and Warren Schmidt initially proposed their Leadership Behaviour Continuum. Tannenbaum and Schmidt discussed the options available to leaders in making decisions and the pressures that come with them. They suggested that a leader has seven decision-making alternatives (Scouller and Chapman, 2020). They include: the leader makes decisions and announces it; the leader sells the decision; the leader provides ideas and welcomes questions; the leader offers a provisional decision that may be changed; the leader presents problems, receives recommendations, and makes the decision; the leader identifies limits and asks the group to make a choice; and the leader allows team members to work within the limitations imposed by the leader (Tannenbaum and Schmidt, 2009).  
The fundamental goal of this approach is to urge managers to compare their current leadership styles to those suggested to them. Several studies indicate implementing the proposed leadership styles based on the Tannenbaum and Schmidt continuum model might improve organisational outcomes. The theory will enhance workforce performance and apply to all types of businesses, including hospitals (Arab, Tajvar and Akbari, 2006). The leadership style is a continuum; therefore, the leader, the follower, and specific situational elements all have a role in leadership effectiveness (Hersey & Blanchard, 1982; Tannenbaum & Schmidt, 1973). This continuum-based theory suggests a spectrum of styles spanning from authoritarian to democratic, without implying that any one style within the continuum is right or wrong (Ball, 2005). For example, the behaviour of a leader who asserts strong power and control over subordinates and demands unquestioning allegiance from them is known as authoritarian leadership (Wang and Guan, 2018). Democratic leadership is described as the fulfilment of three functions: spreading responsibility among the membership, empowering group members, and assisting the group's decision-making process (Gastil, 1994). Tannenbaum and Schmidt have explained that when leaders consider decision-making choices, they should examine three kinds of pressures: situational pressures, inner psychological pressures, and pressures from subordinates (Scouller and Chapman, 2020).
According to the situational theory of leadership, there is no one-size-fits-all leadership style. Instead, it is determined by the leadership style and techniques that are most appropriate for the situation. According to this idea, the most influential leaders can adjust their leadership style to the problem and consider cues such as the work at hand, the character of the group, and other elements that may help them complete the task (Cherry, 2020). Leadership styles and the criteria by which other authors may judge leaders were identified as two critical forms of behaviour (Fiedler, 1996). Considerate, socioemotional, and employee-centred was one style. Structured, task-oriented, and job-centred behaviour are examples of the other leadership style (Kats, McCoy, & Morse, 1950; Tannenbaum & Schmidt, 1973). Distinct situations require different leadership styles, each of which can be viewed as a tool in and of itself. Leading with a combination of concern for the task at hand and the people doing it, both individually and as a team, would be most successful. Leaders who know themselves and can switch between a variety of approaches with ease in response to changing events have been found to have better outcomes for their teams and, for example, patients in hospitals (Price-Dowd, 2020).
Delivering healthcare is complex, and effective leadership necessitates a style and strategy tailored to the situation and the challenge at hand. Although leadership styles are not an explicit category, the more the world is connected, combined with ever-evolving technology, it has necessitated the need for leaders who can quickly adapt to changing circumstances. For example, the COVID-19 pandemic with the deteriorating clinical condition demands a leader who draws on all their experience, interprets the situation, takes control, and achieves the best possible outcome for the patient - transactional leadership. At other times, that same leader will need to spend time cultivating relationships and mentoring others to provide the most excellent possible care (Price-Dowd, 2020). There are a variety of models that can be used to guide nurses in their leadership of others. Transformational and transactional models are the most frequent (Bass, 1985; Burns, 1978).
Choosing a leadership model in a Ward promotes a long-term relationship between senior nurses and junior co-workers is preferable. The transformational paradigm is more complex than the transactional approach, but it positively impacts communication and teambuilding (Thyer, 2003). Transformational leadership influences and changes the goals and values of others to accomplish a common goal that benefits both the nursing profession and the employer. Transformational leadership elements are more highly connected with perceived group effectiveness and work satisfaction and contribute more to individual performance and motivation than transactional leadership factors, according to Bass (1985). Transformational leadership is a leadership style that relies on a team's support to achieve overall success. Raising a team's morale and self-confidence allows them to identify with a larger vision or common goal. However, it must be set early on for this aim to be practical. When used correctly, transformational leadership may entirely change a struggling or stagnant team into a productive and vibrant collection of individuals. This begins with identifying everyone's challenges and strengths. Next, the leader must develop a common aim and direct the team members toward this new vision. In practice, transformational leadership is utilised to motivate team members to function as a single unit rather than as a collection of disparate components (Ugochukwu, 2021).
Transactional leadership has short-term, intermittent, and task-based consequences, with the transactional leader responding when something goes wrong with negative feedback. This type of leadership would occur where a specific short-term project or work item needs to be done (Frankel, 2008). Senior nurses might use leadership models to assist them and put the function of leadership activity into perspective. These nurses shouldn't be hesitant about combining ideas from other models to create a comprehensive strategy. Instead, the models should be utilised as a foundation for developing an effective leadership style appropriate for both the individual leader and those they lead (Frankel, 2008).
Everyone has a natural predisposition to a favoured leadership style. There is evidence that when we are under pressure, we regress to our most secure state, relying on the most comfortable aspect of our personality to see us through. Unfortunately, this means employing fewer of the leadership qualities that are typically used to maintain balance. As much as it is about leading others, skilled, mature leadership leads us. This level of understanding of our leadership style aids us in recognising triggers that encourage us to adopt the appropriate style for the occasion (Price-Dowd, 2020).
This is the three-circle strategic leadership paradigm, with the circles representing the task, person, and team needs. Adair argues that knowledge or skill alone is insufficient for leadership; nonetheless, leadership is impossible without it. Leaders must be aware of both group and individual requirements, and they must work together to achieve common objectives (Frankel, 2008). Each of the model's three needs interacts with the others. One must always be considered in the context of the other two (Adair, 2002). This is a democratic leadership paradigm in which the opinions of individuals who must carry out the task are considered. Individuals and groups participate in work-related decision-making processes. This theory emphasises individuals' importance, knowledge, experience, and talents (Frankel, 2008). To respond to each scenario, a competent leader will alter the degree of emphasis on the three components but keep in mind that each aspect impacts the other two. These functions are planning, controlling, assisting, informing, and assessing. These tasks are not required to be completed by a single individual; they can be delegated as needed. On the other hand, the leader is ultimately responsible for all three areas of concern (Charted Management Institute, 2021). 
No single notion represents the optimum leadership style, and the argument continues. Instead, every theory illustrates what it takes to be a leader and where each approach is best applied in the workplace. For example, in the healthcare field, transformational and transactional leadership are thought to be the best fit, based on the many leadership theories. These ideas provide valuable insight into the complicated relationship between leaders and the workplace and can also build strategies and create a more efficient workplace.
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Introduction 
Graham Gibbs created the Gibbs Reflective Cycle in 1988 to give structure to learning from events. It aims at evaluating experiences, and because of its circular design, it accommodates itself well to situations, allowing you to learn and prepare from things that went well or poorly (The University of Edinburgh, 2021). It is divided into six stages, which I shall employ throughout this study.
[bookmark: _Toc92451098]Description 
During the summer of 2021, I volunteered at a British Heart Foundation charity shop, where I was expected to aid with technical issues and occasionally oversee the shop floor. The manager asked me to install new software on the shop's computer system. My supervisor was also standing behind me, giving me directions to follow. Because my supervisors were present, it was challenging for me to concentrate on the computer. However, as soon as the supervisors left me alone to work, I effortlessly accomplished the task. I installed the new programme in less than 5 minutes, which surprised the manager, who had expected me to stay there for an hour. I believe this form of leadership is laissez-faire because of the high degree of trust and the ease with which my manager assigned work to me without sufficient training. Laissez-faire leadership is characterised by a practical learning attitude to leadership that allows people to make their own decisions. While leaders continue to give their teams the resources and tools they need to succeed, they are generally absent from day-to-day operations (Lee, 2020).
[bookmark: _Toc92451099]Feelings 
I was delighted to work and get practical information because it was my first working day and training session. I was, however, assigned to the office, where I was to install new software. During the day, I was also managing the shop floor. On my first day, I was anxious about being trusted with important material on the computer. However, the installation company's recommendations later helped me gain confidence in dealing with the situation. The manager assigned me to operate the shop floor and explained my responsibilities. I didn't understand what I was expected to accomplish at first, but I later discussed it with my manager. I was nervous when speaking with my manager because I had not paid attention the first time. My manager's leadership is transformational since she allows me to make my own decisions and manage myself. The transformational leader creates a strong workplace by inspiring employees to make changes that benefit the company's success. As a transformational leader, you allow your team members to be innovative instead of micromanaging them. Employees are also encouraged to develop innovative solutions to challenges as they emerge (Indeed Editorial Team, 2020).
[bookmark: _Toc92451100]Evaluation 
My first day was quite difficult because I was expected to accomplish much-unanticipated work requiring leadership. Also, because I believed my instructions were not clear enough, I was compelled to speak with my boss about the operation of the shop floor. This aided me in recognising the importance of communication in business. This debate was also positive for the manager, who improved her communication strategies. I also discovered that viewing everything in a positive light and adjusting habits based on input from others aids in creating optimism. I've also learned that co-workers' pleasant behaviour helps protect consumers' well-being and keeps them satisfied. Because various communication strategies were employed each time, I feel situational leadership was applied throughout my experience. This enabled me to be more self-sufficient in my work and to listen more intently. There are four different effective communication techniques in the situational leadership model: coaching, mentoring, delegating, and directing. These leadership communication strategies can also be applied to our daily workplace interactions (Haywood, 2020).
[bookmark: _Toc92451101]Analysis 
When dealing with co-workers and clients, communication is essential. Employers who invest time and work into providing open lines of communication can quickly create trust among employees, resulting in increases in productivity, output, and overall morale, according to Page (2021). For example, my experience at the charity shop showed me that good leadership requires effective communication. In addition, my manager's instructions showed me that communication expedites the completion of tasks.
[bookmark: _Toc92451102]Conclusion 
Looking back on the scenario, I should have thoroughly examined the activities assigned to me by my manager to verify that I fully comprehended them and determine whether I could carry them out. I also had to adhere to my manager's rules to ensure that no errors were made in my completed jobs. I also learned about how a non-profit organisation runs, such as handling donations. In addition, my time at the charity shop aided in developing my communication abilities. Finally, I also learned about the operations of non-profit organisations and retail establishments. 
[bookmark: _Toc92451103]Action plan
In the future, I'll endeavour to improve my analytical skills to detect better and analyse the working environment and ensure that customers are handled fairly. In my future employment, I'll increase my confidence so that I can learn and perform tasks with greater assurance. I will also speak with my prospective mentor to provide me with the opportunity to learn new talents and take on an even more significant leadership role. I believe I demonstrate action-centred leadership because I am willing to enhance my leadership skills. The concept that leaders are formed rather than born underpins action-centred leadership. It's also built on the premise that leadership qualities may be developed and conveyed without the need for a natural possession of the correct characteristics. John Adair's leadership framework puts prospective leaders in charge, emphasising the critical activities needed for long-term success in any leadership position (Channell, 2021).
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