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[bookmark: _Toc138757699]Introduction
The study of leadership has a long history, and various leadership models and theories have evolved.
Over time, leadership models have become more nuanced and inclusive, considering the complexities of leadership within different contexts. There has been a shift from focusing solely on individual traits or behaviours to understanding the influence of the situation, followers' readiness, emotional intelligence, and the importance of authenticity and servant leadership.
Leaders often draw from multiple models to inform their approach based on the needs of their organization, the nature of their work, and their personal leadership style. The field of leadership continues to evolve, with ongoing research and the emergence of new perspectives on effective leadership.
This report will look at some popular leadership models to compare them and then select one to evaluate its effectiveness in different situations and on different types of people.
It will conclude with an evaluation of the authors own ability to bring about change in the workplace using the selected model.

[bookmark: _Toc138757700]What is Leadership?
Firstly, it is important to establish what leadership is in order to gauge what good leadership looks like. This section will look at the various definitions of leadership to gain a robust understanding.
Leadership can be defined in various ways, as it involves a complex set of qualities and actions. Here are a few quotes from renowned individuals that provide insights into the essence of leadership:
"The function of leadership is to produce more leaders, not more followers." - Ralph Nader
This quote by Ralph Nader highlights the transformative nature of leadership. It emphasizes that effective leaders not only guide and influence their followers but also empower them to become leaders in their own right.
"Leadership is not about being in charge. It is about taking care of those in your charge." - Simon Sinek
Simon Sinek's quote emphasizes the importance of servant leadership. It suggests that leadership is not solely about holding authority but rather about taking responsibility for the well-being and development of those under one's guidance.
"Leadership is the capacity to translate vision into reality." - Warren Bennis
Warren Bennis captures the essence of leadership by highlighting its role in translating a vision into tangible outcomes. Effective leaders possess the ability to inspire others and mobilize resources to bring about meaningful change.
"A leader is one who knows the way, goes the way, and shows the way." - John C. Maxwell
John C. Maxwell's quote underscores the idea that leaders are not merely individuals who direct from the side-lines. They actively demonstrate the desired behaviour and provide guidance and direction for others to follow.
"The greatest leader is not necessarily the one who does the greatest things. He is the one that gets the people to do the greatest things." - Ronald Reagan
This quote by Ronald Reagan highlights the importance of influence and collaboration in leadership. Effective leaders harness the collective potential of their teams and inspire them to achieve exceptional results together.
These quotes offer different perspectives on leadership, emphasizing the importance of developing others, serving those under one's charge, translating vision into reality, leading by example, and enabling collective greatness.
Leadership encompasses the ability to influence, guide, and inspire others towards a common goal or vision. It involves a combination of traits, skills, behaviours, and actions that enable individuals to effectively lead and motivate others.
It's important to note that leadership can be demonstrated at various levels within an organization, from formal leadership positions to informal influence among peers. Additionally, leadership is not limited to a specific individual or role but can be displayed by anyone who exhibits the qualities and actions that inspire and guide others towards collective success.
Why is it important to gain a broad definition of what leadership is? It is so that we can identify what good leadership looks like in order to take definitive steps toward becoming a great leader.
There are many theories and models that have developed to define and map the leadership process. In the next section this report will look at a few briefly with one in particular in greater detail.

[bookmark: _Toc138757701]Leadership Models
There are several different leadership models and theories that have been developed over the years. Each model offers a different perspective on leadership and focuses on different aspects of leadership effectiveness. Here are a few prominent leadership models:
Transformational Leadership: Transformational leadership theory, developed by James MacGregor Burns, highlights the leader's ability to inspire and motivate followers to achieve extraordinary outcomes. Transformational leaders stimulate followers' creativity, encourage them to challenge the status quo, and promote the development of their full potential. They often exhibit charismatic qualities and are skilled at articulating a compelling vision.
Transactional Leadership: Transactional leadership, first described by Max Weber and further developed by Bernard M. Bass, emphasizes the exchange relationship between leaders and followers. Transactional leaders motivate their followers through contingent rewards and punishments. They focus on clarifying expectations, setting goals, and rewarding or correcting performance based on the established criteria.
Servant Leadership: Servant leadership, popularized by Robert K. Greenleaf, emphasizes leaders' role as servants to their followers. Servant leaders prioritize the well-being and development of their followers and focus on serving the greater good of the organization or community. They exhibit humility, empathy, and a commitment to the growth and success of others.
Authentic Leadership: Authentic leadership theory suggests that effective leaders are genuine, self-aware, and guided by strong moral values. Developed by Bill George, the theory highlights the importance of leaders being true to themselves and building trust with followers through honest and transparent behaviour. Authentic leaders inspire others by being true to their core values and principles.
Situational Leadership: Situational Leadership Theory developed by Paul Hersey and Ken Blanchard emphasizes the need for leaders to adjust their leadership style based on the readiness levels of their followers. SLT proposes four leadership styles—directing, coaching, supporting, and delegating—that should be applied according to the specific needs of followers in a given situation.
These are just a few examples of leadership models, and there are many more theories and frameworks available. Each model provides a distinct lens through which leadership is understood and practiced. Leaders often draw from multiple models and theories based on the needs of their organization, the nature of their work, and their personal leadership style. It's important to note that leadership models are not mutually exclusive, and there can be overlaps and integrations among them.

[bookmark: _Toc138757702]The Situational Leadership Theory
This report will now look at the Situational Leadership Theory a little closer. It is important to note that this model influenced a lot of other models with its flexible approach to leadership.
The Situational Leadership Theory (SLT) is a leadership model developed by Paul Hersey and Ken Blanchard in the late 1960s. It emphasizes the need for leaders to adjust their leadership style based on the specific needs and readiness of their followers. SLT proposes that effective leadership is contingent upon the situation, and leaders must adapt their behaviour accordingly.
It is widely recognised and used in many different types of leadership roles including political leadership (Brouer et al., 2013; Yukl, 2010). The idea that leaders need to adopt their leadership style based on the needs of their followers is adopted in other leadership models such as transformational leadership and servant leadership (Bass and Avolio, 1994; Konczak et al., 2000; Van Dierendonck, 2011).
SLT has been revised many times since its conception in the 1960’s (Blanchard 1988, 2007, 2010) and is briefly described below.
According to the Situational Leadership Theory, there are four leadership styles:
1. Directing: In this style, leaders provide specific instructions and closely supervise their followers. It is most suitable for followers who are inexperienced and require high levels of direction.
2. Coaching: Leaders using this style focus on both task direction and supportive behaviour. They guide and motivate followers while still providing clear instructions. This style is appropriate when followers have some experience but still need guidance.
3. Supporting: Leaders using the supporting style provide less task direction and focus more on supportive behaviour, such as listening and facilitating followers' decision-making. This style is suitable for followers who have a moderate level of competence and confidence.
4. Delegating: Leaders who adopt the delegating style provide little task direction and support. They empower followers to make their own decisions and take responsibility for their work. This style is most effective when followers are highly competent and self-reliant. (EPM, 2018)

Some research suggests that directing and supporting are considered to be good indicators of employee job satisfaction and leadership effectiveness (Piccolo et al., 2012) though the accuracy of these claims is hard to quantify. Overall though this leadership model is widely used and popular but as most models it does have strengths and weaknesses so these must be evaluated in order to identify if this particular model would be beneficial for the author’s own circumstances.

[bookmark: _Toc138757703]Advantages of the Situational Leadership Theory:
Flexibility: SLT recognizes that leadership effectiveness depends on adapting to the needs of followers and the situational context. It provides leaders with a flexible framework to adjust their leadership style accordingly.
Individualized approach: The model emphasizes that different followers have different levels of readiness, and leadership should be tailored to each individual's development level. This personalized approach can enhance follower satisfaction and motivation.
Development-oriented: SLT encourages leaders to focus on developing their followers by gradually increasing their competence and confidence. By offering appropriate support and guidance, leaders can help followers grow and take on greater responsibilities over time.

[bookmark: _Toc138757704]Disadvantages of the Situational Leadership Theory:
Complex implementation: Applying SLT effectively requires leaders to accurately assess followers' readiness levels and adjust their leadership style accordingly. This assessment can be challenging, and if done inaccurately, it may lead to ineffective leadership.
Lack of empirical support: While SLT has been widely recognized and used, some researchers have criticized the theory for its lack of strong empirical evidence. The model's practical application and validity have been questioned.
Limited focus on other factors: SLT primarily emphasizes the leader-follower relationship and does not explicitly address other important factors that influence leadership effectiveness, such as organizational culture, external environment, and personal traits of leaders and followers.
It's important to note that various leadership models have different strengths and weaknesses, and no single model is universally applicable in all situations. The Situational Leadership Theory provides a useful framework for leaders to consider the readiness levels of their followers and adapt their approach accordingly, but it should be applied with careful consideration of the specific context and the needs of the organization and its members. 
So, it is important to look at how and where SLT would specifically be used to gauge its impact in any particular workplace.




[bookmark: _Toc138757705]Impacting the Workplace with SLT
The Situational Leadership Theory provides a framework for leaders to adjust their leadership style based on the readiness levels of their followers. Below this report will look at examples of how the Situational Leadership Theory can be applied in different situations that arise in the author’s own organisation.
[bookmark: _Toc138757706]New Employee Orientation: 
When initiating new employees, leaders can apply SLT by initially using a directing leadership style. New employees typically have low competence and confidence levels in their new roles. The author provided clear instructions, set expectations, and closely supervise their work to ensure a smooth transition when new recruits were placed under their charge. As the employees gained experience and their readiness levels increase, the author gradually transitions to a coaching or supporting style, providing guidance, and allowing more autonomy.
[bookmark: _Toc138757707]Cross-Functional Collaboration: 
When leading cross-functional teams composed of individuals from different departments or areas of expertise, leaders can apply SLT by assessing the readiness levels of each team member. Some members may have high competence but low commitment due to their primary allegiance to their own department. The author was tasked with addressing poor procedures between departments in the organisation and used supporting style to build relationships between two departments that were blaming each other for poor service output. The delegating style was also employed to foster a sense of ownership among the teams.
These examples illustrate how the author can adapt leadership style according to the readiness levels and specific situations encountered. By applying the Situational Leadership Theory, the author can enhance effectiveness by tailoring the approach needed to meet the needs of followers and the demands of the situation.


[bookmark: _Toc138757708]Other Factors that Effect Leadership Success
There are many other factors that can affect the success of a leader other than simply having a good leadership model in their armoury. This section will look at two major factors that impact leadership effectiveness.
[bookmark: _Toc138757709]Motivational Theory
The first major factor that impacts leadership success is motivation. It is needless to say that a leader needs to be able to motivate their followers if they are going to be successful, motivational theory being the study of this ability.
Motivation theory seeks to understand the factors that drive and influence human behaviour, particularly in the context of work and achievement. It explores the internal and external factors that energise, direct, and sustain individuals' efforts towards achieving their goals. Motivation theory has a significant impact on leadership, as leaders play a crucial role in inspiring and motivating their followers. Below are some popular motivation theories which show different approaches to motivating followers.
[bookmark: _Toc138757710]Maslow's Hierarchy of Needs: 
Proposed by Abraham Maslow, this theory suggests that individuals have a hierarchy of needs, ranging from basic physiological needs to higher-level needs such as self-esteem and self-actualization. Leaders can apply this theory by understanding and addressing the diverse needs of their followers, creating a supportive environment that enables individuals to satisfy their needs and reach their potential (Maslow, 1943). 
[bookmark: _Toc138757711]Expectancy Theory: 
Developed by Victor Vroom, Expectancy Theory posits that motivation is influenced by three factors: expectancy (belief in one's ability to perform a task), instrumentality (belief that performance will lead to desired outcomes), and valence (value attached to those outcomes). Leaders can apply this theory by clarifying performance expectations, providing the necessary resources and support, and linking rewards and recognition to desired performance (Vroom, 1964). 
[bookmark: _Toc138757712]Equity Theory: 
Proposed by J. Stacy Adams, Equity Theory suggests that individuals are motivated when they perceive fairness in the distribution of rewards and resources. Leaders can apply this theory by ensuring fairness in the allocation of rewards, recognition, and opportunities for growth, thereby fostering a positive work environment and enhancing motivation among their followers (Adams, 1965). 
[bookmark: _Toc138757713]Self-Determination Theory
Self-Determination Theory posits that individuals are motivated when their basic psychological needs for autonomy, competence, and relatedness are fulfilled. Leaders can apply this theory by providing autonomy and decision-making opportunities, fostering a sense of competence through skill development and feedback, and promoting positive relationships and collaboration among team members (Deci & Ryan 2000). 
[bookmark: _Toc138757714]Goal-Setting Theory 
Developed by Edwin Locke, Goal-Setting Theory emphasizes the importance of setting specific, challenging goals to enhance motivation and performance. Leaders can apply this theory by involving their followers in goal-setting processes, ensuring goals are meaningful and aligned with individual and organizational objectives, and providing feedback and support to facilitate goal attainment (Locke & Latham, 2002). 
These motivation theories offer valuable insights for leaders to understand the drivers of motivation and apply strategies that inspire and engage their followers. By leveraging motivational theories, leaders can create an environment that nurtures intrinsic motivation, fosters a sense of purpose, and maximizes individual and team performance.

[bookmark: _Toc138757715]Emotional Intelligence
The second major influence on leadership success is emotional intelligence.
Emotional intelligence refers to the ability to recognize, understand, and manage one's own emotions, as well as the emotions of others. It involves skills such as self-awareness, self-regulation, empathy, and effective interpersonal communication. Emotional intelligence has a significant impact on leadership, as it influences how leaders interact with their followers, navigate relationships, and inspire collective action. Emotional intelligence and its influence on leadership can be broken down into the following areas according to Goleman (1998):
Self-Awareness: Leaders with high emotional intelligence possess a deep understanding of their own emotions, strengths, weaknesses, and values. They are aware of how their emotions impact their behaviour and decision-making. Self-aware leaders can accurately assess their own strengths and limitations, allowing them to lead authentically and adapt their approach as needed.
Self-Regulation: Emotional intelligence enables leaders to regulate their emotions and impulses effectively. They can manage stress, remain composed in challenging situations, and make rational decisions. Self-regulated leaders create a positive and stable work environment, inspiring confidence, and trust among their followers.
Empathy: Leaders with high emotional intelligence demonstrate empathy by understanding and sharing the emotions and perspectives of others. They listen actively, show genuine concern, and consider the needs and feelings of their followers. Empathetic leaders create a supportive and inclusive culture, foster strong relationships, and promote collaboration and cooperation within their teams.
Social Skills: Emotional intelligence enhances leaders' social skills, enabling them to build and maintain strong relationships. Leaders with strong interpersonal skills excel in communication, conflict resolution, and influencing others. They inspire and motivate their followers, facilitate effective teamwork, and navigate complex social dynamics.

[bookmark: _Toc138757716]Leadership Effectiveness
Research suggests that leaders with higher levels of emotional intelligence are more effective in their roles. They have better self-awareness, adaptability, and relationship management skills, resulting in higher employee satisfaction, engagement, and overall performance. Emotional intelligence positively influences various leadership outcomes, including follower trust, commitment, and organizational citizenship behaviour (Joseph & Newman, 2010).
Emotional intelligence equips leaders with essential skills to understand and manage emotions, effectively connect with others, and create a positive and productive work environment (Barling, Slater & Kelloway, 2000). 
In conclusion, gaining a grasp on the nuances both Emotional Intelligence and Motivational Theory will go a long way in equipping a leader for success.

[bookmark: _Toc138757717]Self-Assessment for Leadership
Self-assessment is crucial for leadership roles for several reasons.
Firstly, self-assessment allows leaders to gain a deep understanding of their strengths, weaknesses, values, and personal characteristics. It helps them recognize their own biases, limitations, and areas for improvement. By being self-aware, leaders can better understand how their behaviour and decisions impact others and make necessary adjustments to enhance their leadership effectiveness.
Recognizing their own biases, limitations, strengths and weaknesses also allows the leader to improve their emotional intelligence as discussed in the last section. Self-assessment is a prerequisite for developing a better emotional intelligence.
Also, self-assessment provides leaders with valuable insights into their own developmental needs. It helps them identify areas where they can enhance their skills, acquire new knowledge, or develop specific competencies. By continually assessing themselves, leaders can create personalized development plans to grow and expand their capabilities, enabling them to adapt to changing circumstances and effectively lead their teams.
Authenticity is a crucial aspect of effective leadership. Self-assessment allows leaders to align their actions, values, and beliefs, promoting authenticity in their leadership approach. It enables leaders to lead from a place of genuine self-awareness and build trust and credibility with their followers.
In addition to these benefits self-assessment helps leaders understand their leadership style, communication preferences, and working preferences. This knowledge can be valuable in team settings, as leaders can recognize how their approach may impact team dynamics and adapt their style to better engage and empower team members. By understanding their own strengths and weaknesses, leaders can also assemble diverse teams with complementary skills, fostering collaboration and synergy.
Finally, it is important to remember that leadership is a journey of continuous learning and growth. Self-assessment serves as a feedback mechanism for leaders to evaluate their progress and identify areas for improvement. It allows leaders to reflect on their past experiences, learn from their successes and failures, and refine their approach to achieve better outcomes in the future.
Leaders play a significant role in influencing organizational culture and shaping the behaviour of their followers. Through self-assessment, leaders can model the importance of self-reflection, self-improvement, and a growth mindset. By demonstrating a commitment to self-assessment and personal development, leaders inspire their team members to engage in their own self-assessment processes and strive for continuous improvement.
In summary, self-assessment is vital for leadership roles as it cultivates self-awareness, facilitates personal development, promotes authenticity, supports effective team dynamics, enables continuous improvement, and serves as a role-modelling tool. By regularly assessing themselves, leaders can enhance their leadership capabilities and make a positive impact on their teams and organizations.

#


[bookmark: _Toc138757718]Leadership Traits
The author has completed two questionnaires in order to evaluate and identify areas of strengths and weaknesses. The first is a trait questionnaire from edge.sagepub that asks the leader to rate themselves in 14 trait areas. These ratings are then measured against further ratings completed by people who know the leader.
This gives some context and perception on how the leader sees themselves versus how others see them. This perception is important as any individual will have blind spots to their strengths and weaknesses due to personal biases and limited self-awareness. Often the impression people want to project is not the impression that is received by others and exercises like this can highlight these perception gaps. The results are highlighted below:

	 
	Rater 1
	Rater 2
	Rater 3
	Rater 4
	Average
	Self-Rating

	1
	Articulate
	4
	5
	3
	3
	3.75
	4

	2
	Perceptive
	4
	3
	3
	4
	3.5
	4

	3
	Self-confident
	4
	5
	3
	4
	4
	3

	4
	Self-assured
	3
	2
	4
	2
	2.75
	3

	5
	Persistent
	4
	5
	3
	3
	3.75
	4

	6
	Determined
	5
	3
	4
	5
	4.25
	4

	7
	Trustworthy
	5
	3
	5
	4
	4
	4

	8
	Dependable
	4
	4
	4
	3
	3.75
	4

	9
	Friendly
	5
	5
	4
	5
	4.75
	5

	10
	Outgoing
	5
	4
	4
	5
	4.5
	5

	11
	Conscientious
	4
	4
	3
	4
	3.75
	3

	12
	Diligent
	3
	4
	4
	2
	3.25
	4

	13
	Sensitive
	2
	2
	3
	4
	2.75
	3

	14
	Empathetic
	3
	4
	5
	3
	3.75
	4

	 
	Totals
	4.04
	3.86



The results of the assessment highlight a few interesting observations for the author. 
Firstly, the overall score from the rater’s was .20 or 4% higher than the authors own rating. This shows that the author’s own perception of their own traits was slightly lower than how others view them. 
The second observation is linked to the first. The author rated themselves 20% lower than the rater’s in trait of self-confidence. This would bear out why the author undervalued their strengths overall. If people view as more confident than you view yourself, it follows that you may undervalue yourself as a whole. This was the biggest difference in scoring between the author and others.
Thirdly, the other areas where the author scored themselves lower than the others were determination and conscientiousness. This is an interesting observation as it would seem to indicate that the author undervalues their drive to complete tasks, but others recognise this in the author.
All the other areas are pretty close in score which would suggest that the author has an accurate sell perception of their traits overall and is very self-aware. A 4% variation between the authors assessment and the average assessment of others would also suggest that the author has a high self-perception of their traits.
[bookmark: _Toc138757719]Leadership Skills
The second questionnaire focuses on leadership style and assesses the beliefs of the author in relation to how they perceive followers. This is important to assess what style of leadership the author is likely to adopt. How a leader perceives their followers impacts on the style they adopt to manage followers.
The results show the tendency for a leader to be either authoritarian, democratic or laissez-faire in their interaction with followers.
Authoritarian, democratic, and laissez-faire leadership styles are distinct approaches to leading and managing others. The key differences between these styles:

[bookmark: _Toc138757720]Authoritarian Leadership:
Authoritarian leaders tend to have a high level of control and make decisions independently without seeking input from others. They typically make decisions quickly and expect strict adherence to their directives and communication flows primarily in a top-down manner, with limited input or discussion from subordinates. The leader holds most of the power and authority, making it a more centralized leadership style which means, followers have limited autonomy and are expected to follow instructions without questioning.
Advantages: This style can be effective in situations that require quick decision-making or in highly structured and disciplined environments.
Disadvantages: It may lead to decreased employee satisfaction, limited creativity, and reduced motivation and engagement.

[bookmark: _Toc138757721]Democratic Leadership:
Democratic leaders actively involve subordinates in decision-making, seeking their input and opinions. Decisions are made through collaboration and consensus-building, considering various perspectives. Communication flows both ways, with open dialogue and active listening from the leader and subordinates therefore power is more evenly distributed, with shared responsibility and participation. Followers therefore have a greater sense of autonomy, are encouraged to contribute ideas, and have more involvement in the decision-making process.
Advantages: This style promotes employee engagement, creativity, and a sense of ownership, leading to higher job satisfaction and commitment.
Disadvantages: It can be time-consuming and challenging to reach consensus, particularly in urgent or complex situations.

[bookmark: _Toc138757722]Laissez-Faire Leadership:
Laissez-faire leaders adopt a hands-off approach, providing minimal guidance or direction to their subordinates. They delegate decision-making authority to subordinates and allow them to have a high level of independence. Communication is minimal, and followers are expected to take the initiative in problem-solving and decision-making, as a result followers have a high level of autonomy and responsibility, with the leader providing minimal oversight. Followers therefore have a significant degree of freedom to work in their preferred manner but may receive limited support or guidance.
Advantages: This style can be effective when working with highly skilled and self-motivated individuals who require minimal supervision.
Disadvantages: It may result in a lack of structure, decreased coordination, and potential for decreased productivity and accountability.




Leadership Skills Questionnaire 
[image: ]
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Results were: Authoritarian 23, Democratic 22, Laissez-faire 22.
These results show a balanced score in each area indicating that the authors style is very flexible and would likely be comfortable with the SLT model detailed earlier.
It's important to note that effective leadership often involves a combination of different styles, depending on the situation, organizational culture, and the needs and capabilities of the team. Adapting leadership styles to fit the context and individuals involved can lead to better outcomes and engagement.

[bookmark: _Toc138757723]Conclusion
In conclusion the author has varied leadership styles that are evenly distributed between the authoritarian, democratic, and laissez-faire style. Coupled with the SLT leadership model this diversity of styles puts the author in a good position to be an effective leader.
Added to this is the close alignment between the others perception of themselves compared to others perception of them indicates a high level of self-awareness. As such the author is in a good place to improve their emotional intelligence which will help them to navigate different situations and different people. The compiling of this report has therefore helped the author move toward a better leadership model and highlighted strengths and weaknesses to aid improvement.
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