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[bookmark: _Toc77544117]Introduction 
The assignment  is going to begin by defining what a leader is and explore the role of a manager too. The student will compare difference between assigned and emergent leaders. The assignment  will then critically analyse two leadership theories.
The student wrote this as if she is a team leader in her current position in the compliance department within Admiral Insurance as that is what she occasionally is required to do on occasions that her manager is not available.

[bookmark: _Toc77544118]Section 1: Leadership Theories 
[bookmark: _Toc77544119]What is leadership?

According to Yulk, G. (2006), leadership is process of influencing individuals to gain an understanding of what is required and to come to an agreement on how it should be done; this assists the process of efforts made individually as well as collectively to accomplish mutual goals. In agreement with this, Northouse (2010) alludes to leadership as the cycle where the leader impacts a number of people to accomplish a shared objective. As per Shahani, A (2008) leadership consists of both traits and knowledge. He describes leadership as the cycle by which an individual impacts others to achieve a goal and enhance how they perform in their place of work. Leaders will share their ideas with the business and aim to achieve a workplace culture built on values, beliefs and knowledge. At the point when leadership is performed effectively it can result in an improvement of performance for employees individually as well as a team.
Stodgill, R (1974) helped with coming up with a plan for leadership called Trait Theory of Leadership, which implies that there are particular features and traits that all people of leadership possess. Stodgill, R. (1974) highlighted the traits that are considered to be related to a leader who is successful. They are:
· Adaptable
· Alert
· Ambitious 
· Assertive
· Cooperative
· Decisive
· Dependable
· Dominant
· Energetic
· Persistent
· Self-confident
· Tolerant of stress
· Able to take responsibility
There is a great amount of research that has developed from the trait theory giving a measure of credibility and accentuating the critical role of traits in effective leadership, although it is essential to comprehend that many theorists have come up with lists of what they thing the main components and characteristics are. One of the principal qualities of this theory is that it does not give an account of leadership entirely, it only describes the leader’s perspective as a single person and the significance of their characteristics and on how they are able to be successful leaders.
Kilem (2004) recommends that one of the key principles of the trait theory of leadership is that “Leaders were born, not made” this expression causes some debate as different theorists contend that leadership is a technique that can be conformed to protect, with this it is factual that many people who lead share mutual traits and characteristics especially in the organisational setting. 
McCall and Lombardo (1983) extended the trait theory and identified emotional stability as a main trait, they claimed that emotional stability is what makes or breaks a person in the leadership role and that in order for a leader to be successful they need to be able to accept that mistakes will be made, and will need to obtain intellectual strength and have interpersonal skillsets and relations.
Yukl (2006) agrees with the trait theory and comes to the conclusion that people have natural leadership skills, proposing that the trait theory is passed down to specific people; this methodology indicates the leader's attributes like character, intentions, qualities and abilities all have a critical influence in becoming an effective leader.
Northouse (2007) states that colleagues have a need to consider their leaders to be as skilled individuals, having faith in their processes and in their method of working. The Trait Theory satisfies this requirement and helps with giving a picture that leaders are significant and unique, and that not every individual can be a successful leader. Northouse (2007) distinguishes a strength of the trait theory expressing that this methodology can furnish associations with a benchmark to utilize while selecting leaders, it gives a basis of characteristics and abilities to recognise in potential leaders which can likewise be utilised to distinguish issues with current leaders who are not really performing.
Similarly to the Trait Theory is Daniel Goleman’s theoretical model Emotional Intelligence which was developed on the basis that non-cognitive skills are just as important as IQ for organisation success and foe effective leadership. Emotional intelligence consists of five elements which are viewed as actively have an effect on development in the work place as well as leadership; self-awareness, self-regulation, internal motivation, empathy and social skills. Goleman (1998) explains this as a mixture of both ability and trait emotional intelligence; he describes emotional intelligence as an array of skills and characteristics that will motivate a person to perform. With this being said, it is clear that  traits are accountable for the success of many leaders.
Mayer & Solovey (1997) explain emotional intelligence as  the ability to distinguish emotions, causing emotions to help with thought. This is to gain an understanding of emptions and to enable to help emotional and intellectual improvement. Morale may naturally reduce, and a person may think that they lack what is needed to become a leader without key traits of leadership or emotional intelligence, and therefore would not think to try and improve their leadership skills or try to take the lead on any tasks. This could necessarily result in low job satisfaction and lack of motivation affecting their job performance as a whole. In disagreement with this, Daft (2005) trusts that leadership can be developed and learned by observation involving individuals who are already leader and their behaviour, this implies that every person is able to become a leader.
As noticed by Bass (1981), certain leadership traits enhance the likeness  of how effective a leader is, however this is not guaranteed, indicating that significance of traits relies on the nature of a single situation and cannot be relied on for all leadership scenarios. Whilst the student agrees with some of the traits being vital towards the success of a leader, she feels that this theory is too simple to give any direction in leadership, the characteristics are common, circumstantial and are not measurable, for example, there are many descriptions to socially skilled and this would have different meanings within different places of work. Therefore this theory could trigger uncertainty, as it does not establish clear-cut guidance into leadership nor does it give a complete list of leadership traits. Leadership performance can also vary due to many other factors that can impact performance. Situations can arise which alter a person’s view of work and can persuade them to want to move into leadership positions and expand their career making them effective leaders. Research completed previously by Avery, et al. (2007) estimated that 70% of emergence leadership is accounted for by situations factors, this highlights a negative of the trait theory; it is merely created on characteristics and personality traits which fails to consider situational, social and environmental aspects that can effect leadership. A leader could possess a variety of leadership characteristics, nevertheless if within their company the working environment is not appropriate for them to show these characteristics, such as hierarchical management in the way, they will not thrive, also there could potentially be social elements such as non-work related problems that can negatively impact how the leader performs and how they achieve team targets.  
In agreement with this, Avery, et al. Glanz (2005) disagrees with the trait theory expressing that no approach of leading is better than another, organisations require a variety of types of leaders to make sure that there is an appropriate leader for different situations. There are recommended traits that leaders should show though there is not an established list of what traits are effective, and the traits that are desirous or not, organisational culture is regularly fluctuating and all organisations are different, and so a list of characteristics of a successful leader in an office based insurance organisation would much different to those of an Army base camp. Following on from this, there are also natural elements that cannot be barred but can reduce performance and achievement, as acknowledged by Adair, J. (2010), these elements can be a lack of time, the level of knowledge within the team and the need of experience in accomplishing certain duties.
In summary, the trait theory claims that these leadership traits are natural nevertheless this is debatable and can manipulate an argument built on whether these traits can be developed. There are characteristics and personal qualities that people are born with which can assist effective leadership such as motivation, willpower, confidence, however these are also reasons that can be developed throughout personal and work-based experiences providing each person’s chance to become successful in leadership. As reported by Shahani, A (2008) leadership can be taught and developed if the person leading can increase their performance to higher standards and think outside of the box. He describes the ability to have good leadership is character and the motivation to make sacrifices for the company that you work for. The student reflects on her past experience and  author has discovered vital leadership skills and qualities through a series of training programmes which have helped in her workplace development. 
With leadership progressing and such varied leadership theories, Adair, J. (2010) notices a common principle along with all leadership theories, that the more decisions that are shared the better the performance; staff members will feel a sense of inclusion and power resulting in them being more committed to reaching the target.
 In contrast with the Trait Theory, the Authentic Leadership theory emphasizes the significance of leader and follower development as a vital part, whilst key traits and characteristics are an imperative portion of a leader, based on the modern world of business this is more applicable to today’s leadership. George, B. et al. (2007) describes Authentic Leadership as a new theory of emerging leadership; leadership that is built on situational factors; based on life stories and experiences as opposed to traits and being born as leaders.  Authentic Leadership is not about stereotyping and role-playing it is about giving honest thoughts of yourself and your own leadership style. 
Walumbwa et al. (2008) identified four factors of authentic leaderships:

	Self-awareness
	An understanding of one's strengths and weaknesses and the multi-faceted nature of the self; including developing an insight into the self, through exposure to others and being aware of one's impact on others;

	Internalised moral perspective
	Self-regulation that is based on internalised moral values (as opposed to those imposed by the group, organisation or society); this is expressed in ethical decision making and ethical behaviour;

	Balanced processing
	Objective evaluation of information before making a decision, including encouraging others to question or challenge one's values;

	Relational transparency
	Being true to one's values and expressing this to others; this involves the open sharing of information about one's thoughts and feelings.



These factors do connect to skills needed from a person in a leadership role but are more related to self-awareness of the person itself. Goffee and Jones (2005) indicate the attributes of Authentic Leadership emphasising that leaders need to fully understand themselves and where they came from, as well as their team and the view that they have of the person leading. This theory connects to the personal performance review and progression of a leader, it is crucial for them to be able to evaluate and assess themselves and others around them to enable them to create a plan for their leadership to be successful. 
As this theory is fairly new there is reduced support of the impact it has on the leadership process, though Walumbwa et al. (2008) underlines that authentic leadership correlates considerably to staff outcomes such as satisfaction, commitment and performance. This can be viewed as an efficient theory to permit the organisation to seek the best leaders. It is understood that if an organisation applies the trait theory along with the authentic leadership methodology then this could set a positive starting point to recognising leaders and helping in developing current leaders. 
[bookmark: _Toc77544120]Section 2: Leadership styles

Glanz (2002) categorises three primary types of leaders:
· The Dynamics
This person is usually pleasant to work with and have a charm about their character. Dynamics perform well for businesses that are growing and have anticipated further growth; dynamics will want to have their own changes applied. 

· The Adaptive
Leaders tin this category  do not want to change, nor are they looking for high self-importance and ego issues.
· The Creatives
Leader will use their own personal techniques. New processes and situations will be easily brought to the table.
John Adair created an leadership model which underlines three components of need, each one  of the components work together and impact the other, subsequently the whole leadership performance will be influenced if absent or failure in one of the areas. 

[image: Action-Centred Leadership]
Adair (1973) outlined three factors to all leadership situations:
· The success of a goal or task
This can be completing a practical action or it may be a less physical task. Individuals who are part of effective groups all share the clear-cut targets and regularly the activity is what ties the group of people together.
· The group of individuals completing the goal or task
· It is to be expected that the goal will only be completed if all the people that are part of the group work collectively to the mutual target. So, the group itself has to be recognised as an individual in its own right.
· Each individual member of the group involved in the goal or task
· Although the group will take on a life of its own, people do not suffer the loss of their own individuality. As individuals their wants must resume to be met if they’re loyal to the group, and if their determination to complete the goal, is to be maintained.

Adair, J (2010) talks about his model declaring that when a goal is accomplished fundamentally the group stick together and get along, each person’s morale will improve which in the long run will boost the performance in the workplace of individuals and the group. An efficient leader is someone who is capable of  maintaining all three components making sure that they are all focused on. 
Adair, J. (2010) highlights the significance of a one to one connection between the leader and each person involved in the team, this should make sure that each person is familiar with tole they bring to the team and feels a sense of importance. 
The student completed leadership assessment based on Adair, J (2010) seventeen leadership qualities (see appendix A). This was also filled in by other members of her team, her team leader and operational manager. The outcome of this indicated that the student shined in enthusiasm, confidence, energy, humour and initiative. The student likes taking the lead and feeling important within her role, she is an keen person hence enthusiasm,  confidence, energy and humour all shadow, she has discovered that the younger employees on the team work well with her as opposed to working with the older members, this is understood to be because of the current world of modern leadership being so unlike the leadership that the older members have experienced over the years that they have been employed in the same company. 
The areas recognised for developments were the skill to make decisions, sense of duty and being able to take charge. The student agrees with this and as stated above the most important reason for this is due to the duration of employment within organisations. As this matter has become clear throughout the entire self-assessment this is going to be a high importance improvement to work in the direction of as this is stopping the student from excelling and applying her full leadership abilities.
[bookmark: _Hlk77448657]Being a leader within Admiral, the student notices that  you can come across many problems mostly due to the higher ranked managers. As a large Insurance company there are four operational managers causing difficulty for team leaders, the student has not had any problems with senior management  as they seem to be very helpful and they will give praise when a task is completed correctly, but the student has noticed problems when she is communicating and meeting with other higher managers, when a leader has completed this their own management team do not approve of it which has instigated the leader to be doubtful when taking control of situations. She has had to understand how to handle her leadership role carefully and thoroughly to make sure that she does not displease her management team but still gives herself chances to develop and use her leadership skills. 
The Blake and Mouton Managerial Grip Leadership Self-Assessment questionnaire was also used to give direction on her leadership style. The findings from this assessment (see appendix B) revealed that she was a Team Leader, from the result matrix this implies that she is both high task orientated and people orientated. In agreement with Blake and Mouton (1964), this style is the most suitable to be utilised in all leadership scenarios, as this type of leader does their best for highest performance and staff satisfaction. De Guingand (1947) glanced at crucial characteristics of a leader to impact performance in the workplace, indicating that leaders should have faith in those below them and not intervene in their roles; a leader must have clear decision, inspire confidence and not be pompous. This quotation is illustrating the Team Leader style, by being both task orientated and people orientated these types of leaders would make sure that team members are not left out, feel a sense of belonging and are treated as individuals whilst making sure that the job gets done.  
The above leaders are known to be dedicated, inspiring, trusting and empowering, which is vital in creating an effective team. The student is in agreement  with her leadership style, due to the above characteristics her efficiency is high and she persists to perform well which has a positive impact on the company as a whole. The student is content in her role although  because of higher mangers within Admiral it is hard for her to make progress and get to a better role which is higher into the management ladder, so she is not entirely fulfilled in her role but she is fulfilled  as a whole in the company. 
O’Rourke (2009) clarifies that a lot of types of disagreement will happen in the workplace, implying that this is due to the different individuals with their own personality, they will generate their own ideas and have their own views. Conflict occurs within Admiral between the older staff members and the younger staff members where employees are resilient to change and are following someone who is younger than them but in a higher position. The student has created connections with her team and even though some team members are resilient to adapting how they work they are mindful that these changes have been implemented by senior management and the student is only held accountable for applying these tasks.
Biech (2001) recognises characteristics thought by a effective team and identifies the significance of defined roles to make sure there is balanced contribution, the student finds it hard to show this characteristic whilst leading, as when conflict begins and her team are underperforming, she would prefer to get tasks completed by herself to make sure that they are completed correctly, she would rather get the job completed more efficiently as opposed to dealing with the conflict that occurs when giving these jobs. This is understood to be due to her only being in her particular role for five years with two years of those being maternity leave, whereas her team members have been employed by Admiral for over ten years. Even though the student’s performance is better in comparison to those on her team, she finds it hard to take control and lead on enhancing the team’s performance. Uris (1986) says that asking for workers views and recommendations will give useful information to management, and it will also make workers feel a part of the development. To help in dealing with this matter of taking control when conflict happens,  the student began  to make sure that regular meetings are in place for the team where they can have a conversation about the tasks allocated to their team. The student would take control in asking for thoughts on how to get the tasks done in the hope that this would help team members feel included in the tasks and also realise the reasons why we need to perform these tasks.
[bookmark: _Toc77544121]Section 3: Workplace Change

Adair, J. (2010) explores to the three levels of leadership which highlights the hierarchy within large organisations; team, operational and strategic. The student in this evaluation has familiarity of being a team leader, which Adair explains as leading up to twenty people with clear and concise jobs to accomplish. Within a hierarchal structure it is the responsibility of each management level to make sure that they are connecting with their employees and sharing the company’s idea successfully. Kotter, J. (1998) acknowledges that leadership is basically about changes; Leaders are liable for making organisational change in simple ways, which can lead to new prospects. To make sure that this is possible the student follows company policies and procedures and is constantly looking on ways to improve the services and recognise potential adaptions, with this she is demonstrating to her team of how they should be acting and motivating them to recognise any potential changes. 
Goffee and Jones (2005) imply that leaders should always try to improve their emotional intelligence; self-awareness, self-regulation, motivation, empathy and social skill. Collins and Porras (1989) recommends that motivation is the outcome of staff members performing a job that they understand to be valuable, believing that motivation is a natural result of staff members trusting in the company’s vision and targets. Staff members at Admiral believe that motivating elements are vital in the workplace; businesses need to give a range of advantages to achieve quality and effective employees. Though the student is not accountable for giving exact motivating elements, as Herzberg, F. (1996) recognises as achievement, recognition and responsibility and maintenance factors as pay, status, job security and management style, she is held accountable for supplying motivational factors on a smaller level, which she classifies as a disadvantage for her when leading. The student is always inspired within her role, she likes seeing positive finalising of jobs and when finishing a job to a high standard praise always assists to keep her motivated.
Douglas McGregor (1960) developed two opposing theories, Theory X and Theory Y which alludes to attitude as opposed to attributes. Koontz and Weihrich (2006 pg. 288) allude to a tradition belief in Theory X as “human beings tend to have an inherent dislike of work and will avoid it if they can,” in reference to this,  leaders are prone to base their theory of no staff member wanting to be in their job. Staff members of Theory X will require positive traits such as aspirations and taking personal accountability, needing more control and guidance from leaders. 
McGregor (1960) finds that within Theory Y work itself is a gratifying motivator, causing staff members not requiring as much supervision and guidance. These type of leaders will think that their staff members are willing to work, capable of self-control, willing to accept responsibility and are able to self-direct. Schermerhorn (2011) provides the beliefs that giving staff members more control and freedom opening the ability for self-actualization needs to be met. In Due Course staff members of Theory Y will permit leaders to focus on their own role of leading whilst continuing to make use of self-control to reach the mutual target. 
Whereas Theory Y is the most fitting way of leading, some team members can represent an image where they want motivation, are not happy in their roles and do not want to improve on their performance, when this happens the leader has no option but to lead in way of Theory X as leading in Theory Y has been unsuccessful. 
Delegation is essential when leading change to make sure that time is managed efficiently. Garner (2012) explores the techniques of delegation and passionately emphasises the view point that delegation is not dodging or leaving work to another person. When a manager delegates tasks or jobs it is vital for them to communicate to the staff member that the above is not the case. Adair, J. (2010) confirms that delegation should be seen as an approach of developing workers as opposed to an approach of decreasing your own workload, leaders should delegate difficult and challenging jobs enabling their staff members to make every effort and do as much as they can. 
Communication is also crucial when delegating, as it is essential that delegation is not misunderstood as an staff member being told off as such or as the leader being viewed as domineering. Adair, J. (2010, pg. 43) confirms the better the communicator, the more the trust; the more the trust, the more that can be communicated. There is no problem with the communication whilst delegating on the other hand as previously highlighted the leader should possibly take more time out to elaborate on the tasks as opposed to doing them  herself.
Instead it is basic to empower a team; Garner (2012) highlights the significance that employees need to see the full picture of their work, they need to know that they are a valuable asset to the company and give essential work to the day-to-day operations of the business. Jaffe and Scott (1992), "empowerment means that the organization shifts from limiting the power to determine its future and how it will get there to a few top executives, to include every level of the organization in the process." (p. 140) They consider that human resources like creativity, innovation, and motivation are the answers to effective corporations.
The student thinks that empowerment is one of her advantages in leadership. To empower her team the student makes sure that she often connects with them, whilst this is completed on a more formal level in the course of scheduled meetings, she trusts it is vital to engage with them on a one to one level whether this is just a informal conversation or about a specific task they are completing. Adair, J. (2010) recommends that being able to offer staff members with maximum freedom permitting them to accomplish tasks in their own way is a fundamental requirement of leadership. Whilst a leader will be required to support their staff members they should take a step back and let the staff members to try tasks and only intervene when required.
Ciulla, J. (2004) describes empowerment as providing staff members with the confidence, competence, freedom and resources to take action on their own judgments and bring about real change. Empowerment desires to be given through a workers employment, they need a sense of responsibility and not be regularly monitored. By completing the task herself she realises that she is not helping the staff members in developing and learning, consequently she needs to begin taking a back seat and only giving help  for a task not doing the entire thing. As a supporter in continuous personal development, the student is always urging her team to develop their skills via training courses, this will aid their personal development, workplace performance and opportunities climb the career ladder. 
When empowering the one weakness that the author has is providing regular formal feedback, she will often give on the spot praises for work however there is not much opportunity to provide formal feedback sessions. To ensure that team members feel praised and are clear on their progress the leader needs to implement feedback sessions and provide guidance on how employees can improve and develop further. 
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[bookmark: _Toc77544123]Appendix A

Leadership Assessment

Aim:
The aim of this questionnaire is for the creator to assess her degree of leadership qualities. 

Task:

Please could all participants rate Holly Seymour’s leadership qualities.

1. Ability to make decisions
Poor		Fair		Good		Excellent


2. Energy

Poor		Fair		Good		Excellent


3. Assurance (confidence)

Poor		Fair		Good		Excellent


4. Determination

Poor		Fair		Good		Excellent


5. Example

Poor		Fair		Good		Excellent


6. Resolute courage

Poor		Fair		Good		Excellent


7. Calmness in crisis

Poor		Fair		Good		Excellent


8. Sense of justice

Poor		Fair		Good		Excellent



9. Human element

Poor		Fair		Good		Excellent


10. Initiative

Poor		Fair		Good		Excellent


11. Pride in command

Poor		Fair		Good		Excellent



12. Loyalty

Poor		Fair		Good		Excellent


13. Sense of duty

Poor		Fair		Good		Excellent



14. Humour

Poor		Fair		Good		Excellent



15. Ability to accept responsibility

Poor		Fair		Good		Excellent


16. Physical fitness

Poor		Fair		Good		Excellent



17. Enthusiasm

Poor		Fair		Good		Excellent







[bookmark: _Toc77544124]Appendix B
Action-Centered Leadership Model Questionnaire

Task

Did the team leader:

· Define the task?
· Devise a workable plan?
· Brief team members on the task and their role?
· Delegate work to team members?
· Allocate resources?
· Check the quality of the work?
· Control the pace of work?
· Keep the team focused on the plan?
· Evaluate progress and modify the plan accordingly?

Group
Did the team leader:

· Set standards and an example?
· Maintain discipline?
· Build team spirit?
· Maintain morale?
· Give encouragement?
· Motivate members to achieve success?
· Keep open communication?
· Train in appropriate skills?
· Deal constructively to resolve conflicts?
· Avoid getting too deeply embroiled with the task itself?
· Appoint sub-leaders where appropriate?
Individual
Did the team leader:
· Involve all team members in discussions and activity?
· Seek out and use individuals' abilities?
· Bring in the quieter members?
· Control overactive members?
· Use special skills?
· Establish previous experience?
· Offer constructive feedback?
· Praise, support and encourage?
· Avoid taking sides in an argument?
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