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[bookmark: _Toc456901515][bookmark: _Toc97795210][bookmark: _Toc107180467]INTRODUCTION 

There are different ways you can lead. The purpose of this study is to identify similarities and differences in leadership and management. It will investigate the concepts and theories of leadership styles and establish what makes a successful leader. Many theories have been created from years of research into what is entailed in successful leadership and management. The first section of the report will begin to describe what leadership is and try to determine what the common thread is, between others’ perceptions of leadership. It will then move on to underpin the similarities and differences in leadership and management and how both roles can use their skills and power to influence employees, and see how they can be effectively used, to make positive changes in an organisation. Focusing on recognised leadership theories, the report will critically assess situational leadership theories with the aim to find out if using this theory has a positive or negative impact in an organisation. Moving into the second part of the report, the student will evaluate their own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil a leadership role. Tools such as questionnaires for situational leadership and personality traits will be used to identify their preferred style and investigate how this can impact their development in fulfilling a leadership role. This will then lead to the final section of the report where the student will assess their own ability to set direction, motivate, delegate, and empower others to bring about a workplace change. 


[bookmark: _Toc97795211]
[bookmark: _Toc107180468]1.0 THIS SECTION WILL CRITICALLY ASSESS A RECOGNISED LEADERSHIP MODEL OR THEORY IN RELATION TO ITS ABILITY TO IMPACT ON INDIVIDUAL’S WORKPLACE PERFORMANCE  

The first part of this report will focus on Hershey and Blanchard’s situational leadership theory and the David Marquette theory, as they are widely recognised theories that are repeatedly mentioned in research conducted for this report. To critically assess these theories, it is necessary to begin with understanding what the basic elements in a leadership role is, and how different leadership styles can affect the situation they are in. There has been some confusion in the similarities of a manager and a leader and how they can be perceived as the same role, when in an organisational setting. However, there seems to be vast differences between them when it comes to the types of culture in the workplace, the business goals, and values and even the styles and theories the leadership team tend to follow. 

[bookmark: _Toc107180469]1.1 WHAT IS A LEADERSHIP ROLE?

“The process of influencing the activities of an individual or a group in efforts toward goal accomplishment.”
(Hersey, Blanchard, Natemeyer, 1979, Pg. 418)

According to Bennis, Townsend (1989) leaders communicate their passion to inspire others. Adding to that in a later study, Hogan et. al (1994) stated that leadership involves influencing others to pursue a common goal, which is important for the welfare and responsibilities of a group. They believe leadership can only occur, when the followers willingly accept the common goals of the group, as their own. Surji (2015) also suggested effective leadership is the main motivator for employees and helps an organisation achieve a competitive advantage.  In line with this, in a recent study, Githui (2021) argues even though the leadership qualities can have an effective impact on the performance of an individual and the overall organization, the impact depends on the employees’ styles and willingness to interact. This would suggest, for a leadership role to be successful, the leader must find ways to motivate their followers to be engaged and willing to share the same vision and goals. Research suggests a great leader requires various skills and styles. 

An example of a great leader is Dr Martin Luther King Jr. King. According to Roberts et al. (2008), his moral vision held the key elements that appealed to his followers and increased their receptivity as a visible moral leader, which enhanced his ability to take on a central role in rallying others when taking centre stage. To motivate his followers, King drew on metaphors to awaken the moral conscience of the nation. 
“With this faith we will be able to transform the jangling discords of our nation into a beautiful symphony of brotherhood”
(King, 1963)
According to Hutchins (2013) Metaphors can enable effective communication as it condenses information making it more visible to others allowing them to think in more profound ways. Supporting this, in a more recent study Bryant (2020) suggested a skilled communicator such as a leader, use metaphors to influence others which can deter the resistance of a direct approach. 
There seems to be many basic elements that contribute to the success of a leadership role. In the book by Grout & Fisher (2008) it was expressed that, effective leaders hold a great amount of self-awareness of their strengths and weaknesses and can adapt an appropriate style to the situation. According to Hougaard et al. (2016) Mindfulness is a tool which could form the foundation of leadership and that open awareness is an important skill for a leader to have. In a later study Ehrlich (2017) also suggested actively paying attention, helping to build self-awareness, is at the heart of leadership. As Goleman (1996) stated that a leader who has high emotional intelligence is crucial in their leadership role. It allows them to engage with employees on a deeper level, enabling them to become more self-aware, using his questionnaires as a starting point to improve their own self-awareness, self-regulation, internal motivation, empathy, and social skills. Derman (2019) stated a good leader not only guides their followers in achieving professional success, but also reassures them and often motivates them.
In the research conducted on leadership, there is a distinctive belief that the success of an organisation primarily relies on the leadership and management’s vision and mission. This brings us to the next section, where it will be focusing on the roles of the managers and leaders in an organisation and what sets them apart.

[bookmark: _Toc107180470]1.2 LEADERSHIP VS MANAGEMENT

“Management is about coping with complexity. Leadership, by contrast, is about coping with change.”
 (Kotter 2001, Pg. 86)

Academic research through the years, has argued the differences between leadership and management. One of the earlier studies by Zaleznik (1977) believed that, where managers focus on how things get done and act to limit choices, leaders focus on the people they lead and work to develop fresh ideas and options, creating excitement in the workplace.  As stated by Zaleznik (2004) leadership requires using their role to influence the thoughts and actions of others to share the same vision and work towards the same goals. Leadership and management are different but complimentary and nowadays, one cannot function without the other according to Kotter (2017). He suggests that they each have their own function and characteristics, both are necessary for the success in an organisation today. 
According to Bennis, Nanus (1985) to manage means to take charge or have responsibility to conduct and tell people what to do, and leading is about influencing others, guiding them to be followers to share the same vision. They believe that leadership is doing the right thing and management is doing the thing right. 
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(Kotter 2008 Pg. 6)

It would seem to suggest that leadership is about mission and strategy whereas as management is about implementing plans and getting things done. Kotter (2013) argues management is not leadership as they serve different, yet essential, functions. He stated organisations require both superb managers and leaders to make them reliable and efficient. Juneja (2015) argues that leadership do not need managerial experience, or position to act as a leader, but a manager can only be a true manager if they have leadership traits. 
Research shows strong evidence that it is crucial for the success of an organisation to have both effective managers and skilled leadership roles and without one, the other wouldn’t be successful. Leaders need a starting point of the business objective set by the manager, to motivate their followers to become aligned with the vision and work towards the same goals and it would seem both managers and leaders must collaborate and hold trust that they are both doing their part to achieve the same objective.
Although leadership and management have similarities in setting tasks to work towards an objective, it seems important for an organization to understand there are fundamental differences between the two, to identify the preferable and effective leadership and management style, for the situation at hand. In a recent study Gradinarova (2021) addresses the importance of combining both leadership with management in a team to be effective.
Having a better understanding the roles of a leader and a manger, the focus of this study will move to widely recognized leadership theories and critically assess the reasons why the theory may or may not be successful.

[bookmark: _Toc107180471]1.3 HERSHEY AND BLANCHARD FOUR SITUATIONAL LEADERSHIP STYLES
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Source (Arora, Baronikian 2013)

Vidal et. al (2017) suggested for someone to demonstrate their qualities as a leader not only depends on their own characteristics, but also on the situation they are in.  This roots back to the contingency theory by Fielder (1958) and the situational leadership theory by Hersey and Blanchard (1969). The situational leadership theory proposes that not one leadership style is better than the other as it depends in the situation at hand. This would suggest a successful leader should amend their leadership style by assessing the situation of the task and the nature of the followers. This theory blends two key elements: the style of the leadership being telling, selling participating and delegating, and the levels of maturity from low to high, of the employees. Hersey and Blanchard identify four levels of maturity, describing the stages of the employee role and suggests which leadership style would be most effective. The four levels are:
Low maturity or readiness is associated with employees who have low confidence, lack motivation, and have limited knowledge or skills that are required to work independently. The leadership style to suit this level would be the ‘Telling’ leadership style which suggests that the leader must provide clear direction for the task at hand. Mentoring at this stage could be effective as MacCallum et al. (2005) suggests mentoring increases motivation and helps to develop employee’s knowledge and skills. 
Employees at the moderate maturity or readiness level, tend to be willing and motivated to take responsibly but lack the ability to do so. At this level, the employee would require some direction. For the leader to boost the employee’s motivation and increase their awareness of the goals and objection for the task, they look for the input of the employee to clarify the task rather than telling them what to do. Therefore, ‘selling’ would be the most effective leadership style.
High moderate maturity or readiness of employees refers to employees that have the capacity and skills to accomplish the task but are not willing to take responsibility as they may be insecure or lack confidence at accomplishing the set goals and objectives. At this level, ‘participating’ leadership style would be more suitable to encourage the employee’s willingness and increase their confidence by being supportive by being more relationship focused, finding out what the barrier is and finding out what would motivate the employee to overcome it, and praising them when they show the necessary commitment. Coaching could be introduced as an effective solution. As stated by Evered and Selman (1989) Coaching is a way to empower the employee and improve their development and motivate them to work towards set goals. 
High maturity and readiness of employees are usually highly skilled and self-motivated to complete the task. The effective leadership style at this level would be ‘delegating’. According to Hershy and Blanchard (1982) this style of leadership empowers the employees or team to work independently. 
Hershey and Blanchard’s assessment questionnaire is a tool that can be used to assess your preferable leadership style and suggests you can pull from other styles depending on the situation you are in. Being self-aware of your own style is a way to increase your emotional intelligence which seems to be a crucial factor that is needed to be able to understand people’s emotions and actions in different situations. 
According to Hersey et. al (1979) a successful leader in the situational leadership theory can assess the maturity level of the follower and adapt their behaviour appropriately. This would suggest if an employee’s performance or motivation decreases, the leader should reassess the maturity level and adapt their leadership style to provide the appropriate support and direction. Schweikle (2014) argues that the problem with the situational leadership style is not being able to recognise the development stages of the employee and that it could have a detrimental effect by applying the wrong leadership style. However, as Goleman (1996) suggests, a leader who is emotionally intelligent and encourages emotional intelligence within the team, could be a way for the leader to get to know the employees better and therefore, applying the correct leadership style in a particular situation with the employee. 
The contingency theory by Fielder (1964) relates to the situational theory as it suggests that not one leadership style is applicable to all situations. According to Shala et al. (2001) the leader’s style of interacting with their followers and the degree of control and influence in the situation, effects the performance of the team.  Fielder suggested that leaders are either task-orientated who focus on the details of the task and reluctant to develop plans without clear evidence, or relationship-orientated who are driven by results and needs less evidence before developing plans.  In a recent article, Buribaevich et al. (2022) explained Fiedler advised that neither style is more effective than the other, as it depends on the nature of the situation and the circumstances, such as how much control and influence the leader has among the team. Wuryani et al. (2021) concluded situational leaders can increase employee motivation and employees who have high work motivation are more productive.
The adaptive leadership style also has similar factors to the situational leadership theory in that they both empower their colleagues and employees to learn and grow through the process of organizational change. In a recent study, McKimm et al. (2022) adaptive leaders demonstrate morality and ethical responsibility and are transparent in their communication style. According to Miller (2016) the adaptive leadership theory emphasizes that the leader’s role to adapt to the situation, encouraging creativity and innovation in some and problem solve with others.  It would seem to successfully lead in this theory, the leader requires high emotional intelligence and value relationships. Thus, adaptive leaders take the time to make sure members of the organization feel heard and supported during the process of organisational change. 



[bookmark: _Toc107180472]1.4 CREATING A LEADERSHIP TEAM

“Embedding the capacity for greatness in the people and practices of an organization and decoupling it from the personality of the leader.”
(Ukessays 2018)
Captain David Marquet has a vision that a workplace should be where all employees engage in the vision and contributes to their full capacity and that everyone is happier to have more control and a place where everyone is a leader. In his book, turn the ship around, Marquet (2013) implies the leader-follower style is a problem as the follower learns to depend on the leader to make all the decisions, which prevents them to be fully engaged with their work process to help the organization run as efficiently as possible. He believes the solution is to create a leader – leader culture, which at its core is the belief that everyone in the organization can become leaders and everyone has what it takes to use leadership abilities in all aspect of their work. This suggests he do not believe leaders are born like blah. David Marquet states the leader-leader model increases improvements in effectiveness and morale and makes the organization stronger as the leaders-leader structure are more resilient than leader follower structure. 
Although it may seem to be the best solution for his ship, the evidence in this report suggests the Marquet theory would not be suitable in all situations where the followers are not willing or lack the skills to become a leader. However, the evidence in the Marquet theory, strongly suggests the organisations that follow this culture are very successful and it would be logical for an organisation to consider employees willingness and skills to become a leader at the recruitment stage. In Marquet’s book, Stephen Covey defined leadership as “communicating to people their worth and potential so clearly that they are inspired to see it in themselves.”  He suggested captain Marquet’s models empowers leadership. 
According to Manz et al. (2009), a remarkable example of innovative and effective team leadership is Wilbert ‘Bill’ Gore of W.L Gore & Associates, as the company operates without managers but with mostly leaders, who emerge in the business based on their skills, knowledge, enthusiasm, and their ability to attract followers. Deutschman (2007) explained Gore’s ability for innovation stems from a culture where employees work autonomously, pursuing ideas on their own, communicate and collaborate with others out of self-motivation and natural leadership. 
Gores leadership style reflects in higher end of the Tannenbaum-Schmidt Leadership Continuum model that shows as you move towards the end of the continuum, the level of freedom the leaders give the team increases, thus decreasing the leaders level of authority, allowing the team members to explore options and make their own decisions. 
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(Tannenbaum-Schmidt, 1973 Pg. 166)

[bookmark: _Toc456901517]The next section, the student will evaluate their own ability to fulfil a leadership role and identify strengths and weaknesses and look for ways on how to develop their skills in leadership.

[bookmark: _Toc107180473][bookmark: _Hlk106409047]2.0 THIS SECTION WILL EVALUATE THE STUDENT’S OWN ABILITY TO USE A RANGE OF LEADERSHIP STYLES, IN DIFFERENT SITUATIONS AND WITH DIFFERENT TYPES OF PEOPLE, TO FULFIL A LEADERSHIP ROLE 

“L→E→A→D→E→R→S→H→I→P: Is a position to Listen with Enthusiasm, having an Aspiring mind to be able to make a Decisive action, Empower and Encourage others in a Responsible, Supportive and Humble manner to Inspire them to achieve set goals as Planned.”
(Surji, 2015, Pg. 155)
 As described by Surji (2015), successful leaders can inspire others to attain their organisations mission through effective communication, and leaders must avoid destructive phrases that could potentially cause harm to their followers, such as “I am in charge”, “you are lucky to have this job” or “I’ll do it myself”.  As stated by Smith (2014) if a leader uses such phrases can have an adverse impact on the influence they may have. This section of the report will critically assess leadership styles and see how tools such as questionnaire can be used in a positive way to generate awareness of self and others to improve on the collaboration or the team. The student will evaluate their own abilities by assessing their results form questionnaires and compare it to workplace examples

[bookmark: _Toc107180474]2.1 LEADERSHIP STYLES

According to Bass (1985), transactional leaders must work within the organizational culture following the rules and procedures and can bring a cultural change as they focus on realigning the organizations culture with new values and a vision. Following from that Bass, Avolio (1993) stated an organizations culture is the setting within the vision takes hold as the leader constructs a culture that is dedicated to supporting that vision. In a recent study, Aziz et al. (2021) expressed to be a good leader, you should hold the right qualities and be able to evaluate their followers needs in the situation they are in. 
The student completed the Hershey and Blanchard situational leadership assessment, to help understand their preferred learning style and to develop their self-awareness, so that they could understand the fundamentals of the other styles and when to use them. Knowing your preferred style helps to practice those styles in the suited situation (see Appendix A). The student completed a different type of questionnaire to find out their leadership style on Mindtools.com to see if there were similarities in the results. In doing these questionnaires, the student can identify how their preferred style is reflected in their abilities to lead and understand which style would be more suitable to use in a particular situation. In the Situational leadership questionnaire, the student scored the highest in Selling (coaching) scoring 6 points. This would suggest that the preferred style, the student would be more suitable, to help followers who are willing and motivated but have a variable commitment, by spending time listening and clarifying their decisions and help them to gain the relevant skills via coaching methods of asking and not telling. If the follower is confident in the job they do, telling them what to do may lead to resistance. According to Hersey et al. (1979) followers who are willing but unable to take responsibility would require supportive behavior to influence their willingness and increase their enthusiasm. The leader could demonstrate support by providing developmental performance feedback and provide leadership training and mandate self-awareness activities such as questionnaires and coaching sessions. In a recent study, Will et al. (2019) found if the employee expresses interest to change or develop, there is an opportunity to communicate how much a coach should provide supportive behaviour at the start of the coaching session and how that could influence the future sessions. 
The results of the second questionnaire, shows the students preferred style, leans towards a democratic or participative style of leadership, that actively involves the team members in the decision-making process. This could help to build trust within the relationships of the team and the followers would more likely feel valued and be more engaged. However, Mindtools (2021) suggests that processes may become slow involving employees in every decision. Following the situational leadership model, the student could adapt their style to the situation at hand, if something needed to have a quicker turnaround, the leader could adopt a delegative approach ensuring to delegate the right task to highly matured employees.

The student started to work for Alcumus at the start of this year.  The organization seems to relate to situational leadership with its fast-paced growing environment. They invest in their employees to help them to develop to their best potential with the hope to create a leadership team. Collaboration is key and the importance of collaboration within the organization is key when training and developing new employees. Investing in their employees and their self-development and maximize their potential is central to the culture of Alcumus. One way to encourage the team to work more effectively is to ensure each member of staff takes part in an insights discovery assessment to determine their personality type. They mandate this process within the first three months of anyone starting their career with Alcumus. This would suggest they prefer to know the personality type of their employees once they have settled in to ensure they can communicate more effectively within the organization and understand everyone else’s personality traits.

Insights discovery is based on the psychology of Carl Jung. It was built to help people understand themselves and others, to help create effective relationships within a team. He relates personality traits to colour energies using a mix of fiery red, sunshine yellow, earth green and cool blue which are designed to determine how and why individuals behave the way they do. Benton et al. (2008) found evidence in their research to support the four colours in the model is reliable and valid.

Case Study

All new employees of Alcumus are requested to complete an Insights discovery questionnaire. This is to determine their personality traits to help identify what their preferable style is while at work, categorized into 4 colours. (See Appendix C). The organization hired twelve employees staggered over two months. The new employees were set a deadline to complete the questionnaires which was completed in work time in a quiet room alone so that they could focus on the task in hand. There was a meeting set up for the participants three days later with a trained insights discovery leader. In this meeting, the results of the questionnaire were shared between the team. At the start of the meeting, the leader expressed the importance of actively listening to one another and paying attention when someone was speaking without interrupting them. This allowed each member of the team to talk about their results and see how it relates to their own perceptions of their personality and behaviors. It was explained that the aim of this session, was to raise the team’s self-awareness of their own styles and behaviors and to become aware of the styles and behaviors of others in the team. The students result showed they are Sunshine Yellow followed closely with Green. (See Appendix D) This suggest one of the student’s strengths is an ability to let others work at their own pace coupled with an awareness of the unique contribution each person makes. The team members are then encouraged to use the colour terms as a language while communicating with others in certain situations which would be useful. The leader explained it can be a useful tool to refer to when in a conflicting situation, referring to feeling a colour to help one another understand and find a way to communicate effectively. It was also explained it has been an effective influence when delegating certain tasks to individual that have a preferable colour, e.g., cool blue prefers analytical data and facts and are utilized in mentoring sessions when helping new members of the team organize their own data to work with. And sunshine yellows are influential and utilized when encouraging new members of the team to feel motivated and collaborate with the rest of the team. 
Using tools such as the Insights Discovery model within an organisation has a positive effect on employees as it increases their self-awareness and emotional intelligence skills and provides an insight to everyone’s preferred style, which is a way to improve communication between others within the organisation. 
The next part of the report will move to looking at the workplace culture. The student will seek to identify their own workplace culture and see how it compares to leadership theories.

[bookmark: _Toc107180475]2.2 WORKPLACE CULTURE

The creators of the adaptive leadership method, Ronald Heifetz, and Marty Linsky defined four foundational principles of effective adaptive leadership (organisational justice, emotional intelligence, development, and character).
This resonates with Klein (1999) elements of the ten components for a thinking environment (Attention, Equality, Ease, Appreciation, Diversity, Encouragement, Feelings, Information, Place, and Incisive questions). It is crucial for an individual to have full attention, while they are being listened to allowing them to think for themselves. It would be logical to assume that it would be effective to create a thinking environment in the workplace, which would allow for the leaders to encourage the team to adapt to the environment to help problem solve and generate new, creative ideas. 
As many researchers have established, leaders who have high emotional intelligence skills enhance relationships with the employees and as stated by Prince2.com (2019) leaders with high emotional intelligence may find it easier to motivate and communicate with team members. Having better relationships with employees builds trust and increases collaboration within the organisation as stated by Joseph and Winston (2005). This would suggest increasing collaboration has a positive impact on overall performance for the business 
It would seem there are many factors that effect the leadership styles in difference industries, situations and behaviour and attitudes of others. Having the ability to adapt to different situations and refer to different leadership styles would seem the most effective way to be a successful leader in a workplace change. In the research for this report, it was a struggle to find any valid arguments to say situational leadership style has a negative impact when an organization has successful leaders with the necessary skills. Therefore, it is logically to assume that adaptive and situational leaders, empower their employees to learn and develop their skills, and prepare them to go through the process of organizational change and find ways to ensure the employees stay motivated and effective when the change has been implemented. 

[bookmark: _Toc107180476]2.3 TRANSFORMATIONAL LEADERSHIP

"Leaders and followers raise one another to higher levels of morality and motivation"
(MacGregor 1978 pg. 20)
Transformational leaders strive to develop their individual followers’ skills abilities and strengths to reach their full potential. According to Bass (1999) transformational leadership is where the leader influences and inspires the follower beyond self-interests through charisma, inspiration, and intellectual stimulation. 
According to IMD (2022) Some of the key characteristics of transformational leadership include a focus on the future, a focus on change and a focus on the people. As a transformational leader you would always look to see what is required to achieve goals and inspire employees to reciprocate. Understanding change is a necessity for organisational success, a transformational leader would ensure employees are comfortable with change and find ways to help them to positively adapt to change. They also strive to develop their employees to reach their full potential.
MacGregor (1978) describes transformational leadership as an ongoing process where leaders and their followers increase each other’s levels of morality and motivation. Safonov (2018) states that MacGregor understands this theory as a process where the leader and the follower lift each other to a higher level of motivation and moral development. Influenced by Maslow’s Theory of Human needs (see appendix D), according to Dvir et al. (2002), transformational leadership belongs into the higher levels of Maslow’s hierarchy, as it requires self-actualisation to be a successful transformational leader. Gawal (1996) explained as an employee progresses through an organisation, the leader provides opportunities to satisfy the employees needs higher than they are, on Maslow’s pyramid.
Transformational leadership can inspire positive changes to the followers. Transformational leaders tend to be enthusiastic and passionate about their vision.  According to Cherry (2022) leaders who follow transformational leadership are not only involved in the process, but they also focus on the members of the team to succeed. Research suggests there are many factors that contribute to being a successful leader. To inspire and influence employees, motivation is a key element to inspire others to work towards the same goal and vision. As expressed by Judge and Piccolo (2004) transformational leadership is proven to be effective in many countries around the world. The Multifactor Leadership Questionnaire indicates that all leaders present a frequency of both transformational and transactional factors. As stated by Avolio et al. (1999), effective leaders who satisfy their employees, are more transformational and less transactional.
This would suggest implementing a workplace change, a transformational leader would help employees through the process and find ways to keep them inspired. The next section will explore what is required to make a workplace change positively and effectively in a process or the culture of the organisation.  

[bookmark: _Toc107180477]3.0 THE STUDENT’S ABILITY TO SET DIRECTION, MOTIVATE, DELEGATE, AND EMPOWER OTHERS TO BRING ABOUT A WORKPLACE CHANGE.

This section will critically assess the factors that have a positive or negative impact on making a workplace change and consider if the critical factor for a change to be successful is the leadership style and how they influence and motivate others. The student will look at their own abilities to set direction and motivate others and see how they can have an impact in a workplace change.

[bookmark: _Toc107180478]3.1 Levels of leadership
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(Gibson, Pason 2003 Pg. 24)
There are various levels of leadership. Depending on the situation, the leadership style would need to be adapted by the leader for it to be effective. As shown in the table above, Gibson and Pason (2003). The way leaders inspire can be in many levels of an organisation from leading a team towards the organisations vision and objective to leading the managers sharing their vision and implementing change. From the research conducted in this report, evidence suggests the situational leadership theory would be suitable at any level in the organisation if the leader holds the right qualitied and skills to influence and inspire others to share the vision and follow them towards future goals. 





[bookmark: _Toc107180479]3.2 IMPLEMENTING CHANGE IN AN ORGANISATION
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Sourced from (Pollack and Pollack 2014)

Kotter argued that implementing a change in an organisation can be a failure due to a lack of planning as stated by McGrath and Bates (2017). Kotter believes hard work, planning and building the correct foundations when implementing a change are essential to increase the chance of an effective change in an organisation. Kotter (1996) expressed the importance of the sequence ensuring all steps are met for it to be successful as he stated skipping even a single step or getting too far ahead without a solid base almost always creates problems” (p.23)
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The leader must find ways to communicate change effectively with their followers ensuring they keep them motivated and inspired to share the vision and be on board with a change in the way things are done in the organisation. However, Elvin (2005) argues that communication is not the only key factor of successful organisational change. The final section of the report will look at ways to keep the followers motivated when implementing changes. 


 


[bookmark: _Toc107180480]3.3 MOTIVATION 

“Transformational leadership has been acknowledged as an underlying determinant of organisational change, which is measured by four dimensions, including idealised influence, inspirational motivation, intellectual stimulation and individualised consideration.”
(Dung and Hai 2020 Pg. 109)

As suggested by Cherry (2020) a team that lacks efficiency and productivity might benefit from a bureaucratic style primarily moved by established rules, order, and clearly defined roles. Whereas, a productive, effective group of highly skilled employees, may benefit from a more democratic style that motivates team members to work independently and involve employees in the decision-making process.













[bookmark: _Toc107180481]Conclusion

[bookmark: _Toc456901523]
The research conducted in this report suggests that contingency theory is preferable to think about the type of leader in a situation. A mixture of theories blended into an organisation would seem to be logical to generate a positive impact that employees could bring to boost the growth of the business. Change is possible and seems that for an organisation to continue to adapt new ideas and continually set new goals, the need for a successful leader seems like a crucial factor for success and remain competitive in an ever-changing market. Further research is required to measure the success of other organisations, which demonstrate the use of leadership theories and find ways to improve them and implement them into an organisation that is looking for organisational culture change.
There are many factors that make an organisational successful. This report has established for an organisation to be successful and keep up with the competitors in today’s market, the leadership role is the foundation of the vision and mission towards the success of the business.
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T You Fave been promored 15 Tesserip K Take steps o e P grovp owarss WG
posiion. The previous leader was involved n in s weldefined manner
e st of e group. The group s B Invoive fhe group i decision-making and
‘sceauatey handad i tsks and drecion reinorce good contribuions.
Interersonslrelstonships n the group re. | O. Discuss past parformance wih e group end
P then you exarming the need fornew practics.
D Continue o leave the group sone.
T2 Rasent ermaon naates Same e ATy o yourseuon Wi e group 37
iffcuies among group members. The group | examine he need for nawprocedures.
nes & ramarkeble rcord of scoomplishrment. | 8. Alow roup members fowork o
Mermbers have afecivaly mainained ong. hamsalves.
range gosls The have worked n harmeny for | G, Ac quicky snd iy o corect snd eciect
ne pact year. Al are wel cushfied for he | D. Paricipata n problem discusson whie

iy

oroviing suppor fo oroup members.
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12 Statements to Answer

"

Hthere s serous confict within my tean A | remind everyone that
e have goals o meet.E. 1 bring my people together so that we.
can talk it rough. C. et them work by themseives so tha they.
donit have to bother one another.

I1rust my team members: A. Very much. B. A fairamount.C. Not at
al

Some of my people are highly skiled and motiated. They: A Can
be set free 1o weave their magic. 8. Often hold crealive planning
‘sessions with me.C. Are subject t the same workplace strategies
and processes as everyone else.

The best way for me to ensure that my team meets it goals s 0 A
Lead from the font.B. Encourage paricpation from everyone. C.
Delegate often and videly

We have an efght-hour deadine for a projectthat  tink requires 16
hours sol: A Relay the deadiine and e everyone get on wih
They know what they e doing. B. Ak my team members whal they
feol s the fastest way to complete L. C. lsue instructions and
deadines to each team mermber.

Paor performance should be: A Purished. 5o that t doesnt happen
ogain_B. Taked through with the ndividual, 5o that we can leam. C.
Left It wil work selfout.

Ineed 10 develop and apply  new socil meda strategy sot A
Draws up the strateqy mysell and then sel it o the team. B Tellmy.
team what the challenge i and ask for suqgestions on how o meet
1t.C. Hand over the project to my team members and ask them to
come back ith a pian.

1lke to: A Let my team make the decisons. 8. Make a decision but
ot unt my team has had input. C. Make a decision but not ut |
have tld the tearm my rationale.

Ihave a new starter in my team, so & A Let them discover the best
iy of working. . Inite them ino team colaborative meetings.C.
St with them unti they understand the processes and the aualty
thatl expect.

hink that great eadirs: A Know best. Thats why they/re leaders.
B. Are humble and understand that a team works best collctively.
C.Give thir team members plenty of space 1o et ther get on.

When asked whether  like o serve my team, £ A Am ot sure B
Say s, wholeheartedy. . Froun.

Inotce thata member of my team is demolivated, 5o A Closely
manage each of their task to ensure tha they are following
procedures correcty. B. Make an extraeffort to ensure tha they are:
involved in team discussions. C. Back of, s they probably needs
some space.
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Score Interpretation

]

1220 You most commonly ot an authortarian o autocratic leadership syle. You rarely consult your
team members and,instead, tend totell them what you want, when you want it and how you
want it done.

This syle wiorks wellin a criss, when & task must be completed quickly. However,you'l iy
demoraize, demotivate and aggravate people f you use t all the time. This ca transhate nto
high absenteeism and turnover rates. You'l 50 miss out on a wealth of ideas, thereby stfing
Innovation and creatity. Read more below.

2127 Youlean toward a democratic or paticipative sty ofleaderstip. You tend o sel the parameters
for the work and have the finl say on decisions, but you actvel involve your leam members in
the process

Tis syle can buld trus betuseen you and your people. as eyl Iikey el engaged and valued.
Bt not great n a high-pressure stuaton tha requires a fat umaround, as L willSlow you
down.And fyou dislike disagreement or conflct, you might struggle with how peope respond to
consultation. Read more belovi

28 Your default eadership sty s probably delegating or"lasse? fire” You give your team
36 members ree reinn how they work toward ther goals.

Ths s an ideal approach when your people are highly kiled and mothated, and when youre:
working with contractors and feelancers who you tustBul i team member s nexperienced or
unisustworthy, or I you lose sight of what' going on, s approach can backfir catastiophically
Read more below.

Do you believe that you can adapt your style? Harvard University professor Ron Helfetz © and
Ieadership experts David Rooke and William Torbert & say that you can. So let's look in more depth
at Lowin's leadership styles, their strengths and isks, and how you might bacome more skilfulin
using them.
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Democratic, Participative Leadership

With this approach, you set goals, guide team discussions, and make the final decision. But you also
acknowledge that your people can have valuable insight into a problem or process, so you actively
consult them ©. As a result, you'l likely gain creative Input and fresh ideas that you wouldn't have
‘come up with if you were working alone.

‘You might wonder how to manage iffering opinions in the team, once you've invited participation in

this way. Your goal s to build a culture in which people can have healthy debates with one another.
So:

« Setan example by being open and flexibie yoursel.
« Make mutual respect @ a prority. to ensure everyones partiipation.
« Loarn some Conflct Resolution © sl

« Read our artcle on Managing Emotion n Your Team ©.

Be aware that processes could become dangerously slow if you involve your team members in
every decision. Youl need to judge carefully & whether you need to adopt a more autocratic
approach, even f s only bricfly.
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#))Discovery

Insights Discovery

The success of any business is
built on the performance of
its peaple.

We help people to perform

at their highest level by
improving their understanding
of themselves. People can
then easily adapt and connect
with others, which leads to
workplaces where innovation,

creativity and productivity thrive.

Learning that sticks

Insights Discovery uses alanguage of
colour thatis simple to understand

and remember, That means people can
continue to use the Insights Discovery
terminology on a dally basis, which s
vital when conflcts arise, team dynamics
change or there is a change in leadership.

How it works

Insights Discovery is a simple and accessible:
four colour model that helps us to understand
ourselves and others. Every person has all
four colour energies within ther; itis the
combination of these energies which creates
each unique personality. Our colour energies
refer to a set of characteristics that tend to be:
our most preferred or most natural way to be:

persuasive
demonstrative
iable
enthusiastic
dynamic

nwinsights com
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® FieryRed
Usually strong minded and focused on
results, Fery Red energy shows up as a strong
determination that influences a person's
teractions with others.

W Sunshine Yellow
Radiating enthusiasm and encouraging
participation, people with a ot of Sunshine
Yellow energy tend to relish the company of
others and desire to be involved.

W Earth Green

Individuals with a high amount of Earth Green
energy view the world through what they
value and what is important to them, often

seeking harmony and meaningfulrelationships.

Cool Blue
With a desire to know and understand the
‘world around them, often those with a Cool
Blue preference ik information to be accurate
‘and complete before making a decision.

When an organisation helps its people:
reveal their individual combination of colour
energies, they are better equipped to stay
‘motivated and engaged, whether working
individually,in a team or as a leader.

Once our online evaluator is completed,
each person receives an Insights Discovery
Personal Profile. An extremely powerful

tool, it can be used to resolve conflct,
improve communication and help teams

see the value of each other's contribution
atwork.Insights Discovery can be used ina
‘workshop setting or in one-to-one coaching.

Solving real business problems

When you start your journey with Insights
Discovery, you'e investing in your people
and giving them the tools to be able to work
better together, forever.

Insights lso offers other models, based
‘on Insights Discovery, that e designed to
further help teams, leaders and sales people.

Our models can be combined to create
a solution for your team or organisation

that helps solve a vast range of business
problems, including managing change,
creating a diverse and inclusive culture,

‘and building successful customer service
and sales teams. And these are just a few
‘examples. Really, the possibilties are endiess.

Get in touch

Wyinsights
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The Insights Discovery® Colour Dynamics
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