   

 Management and Organisational Behavior 




Student name: Oana Andricencu 
Student no: 2025565@student.uwtsd.ac.uk
Module Name: Management and Organisational Behavior
Module Code: BMIH5004
Lecturers name: Lan Zang









According to Choi (2007) and Maqsood (2013), leadership style is one of the elements that helps an organization achieve its objectives. Leadership has been important throughout history, particularly for developing groups, ethnicities, and nations.
According to Romanowska, Larsson, and Theorell (2013), leadership plays a crucial role in an organization since it carries a responsibility to bear responsibility. On the other hand, poor leadership can produce stress for all members who are impacted. To guarantee the seamless and prosperous operation of the organization, it necessitates the appropriate leader and leadership approach to tackle the distinct obstacles that contribute to the organization's triumph. (Rao, 2013)
Every leader must understand that there are various approaches to leading others, and that they must modify their approach depending on the circumstances at hand (Casse & Claudel, 2011). According to Darling and Heller (2011), a proficient and prosperous leader does not necessarily need to possess intelligence and education; rather, they must possess the ability to comprehend people's emotions, thoughts, and problems. According to Naile and Selesho (2014), a manager is not always a manager; a leader can influence others and be both. Another individual may possess leadership qualities.
The way a leader thinks, feels, and reacts to those around them is significantly influenced by their behavior and personality (Al-kahtani, Abu-Jarad, Sulaiman, & Nikbin, 2011). Employees' capacity to handle emotional weariness can be improved when their boss seeks their input and interacts with them before making choices (Mulki, Jaramillo, & Locander, 2006). A leader is someone who motivates and elevates others around them (Che Ngah, Fazli Musa, Noreen Rosli, Norisaifulrud-din, Mohd, ArifĂn, & Krishnan, 2013).
Through the development of employee abilities, leadership may be seen as a crucial tool for creating and sustaining teams of workers within the company (Johansson, 2004). An individual with a group of individuals can be considered a leader, and others to whom that individual applies power are identified as subordinate in order to accomplish the intended goals. 
Essentially, a leader's style can have a positive or unpleasant effect on their team.
Under autocratic leadership, employees participate less in collective choices and are subject to a high degree of control from their leaders (Choi, 2007). A leader is typically strict and prefers to maintain close supervision. They also utilize their personal power and authority to influence their subordinates. Furthermore, in order to get anything done, leaders prefer to be in charge of the choices. To ensure the success of the company, an autocratic leader must be in charge and in control of their subordinates, who are obedient workers (Jayasingam & Cheng, 2009).
This kind of leader instructs staff members on what has to be done and how to accomplish the assigned work (Alkahtani et al., 2011).  According to Mendez et al. (2013), an authoritarian leader will probably prioritize power by making decisions alone and limiting staff engagement. An autocratic leader uses top-down communication and makes all of the decisions without consulting the employees (Gonos & Gallo, 2013). Ojokuku, Odetayo, and Sajuyigbe (2012) stress that followers under authoritarian leadership do not share a common vision, dedication, or inventiveness.
Democratic leadership fosters great employee participation in decision-making and increases discussion and knowledge exchange (Malos, 2012). According to Bhatti et al. (2012), a democratic leader is the most effective in preserving self-confidence in the workplace because they inspire all team members to generate and share ideas during the decision-making process. Democratic leaders approach their workforces with a friendly demeanor; they are distinguished by the two-way communication that occurs between them and the staff, which includes the staff member's participation in evaluation processes and joint results analysis (Gonos & Gallo, 2013). Information sharing and knowledge sharing with each member of the group is the primary responsibility of the democratic leader (Choi, 2007). According to Mendez et al. (2013), a democratic leader is someone in control who, through delegating authority, typically involves staff members in decision-making and takes their requirements into consideration. 
To influence their followers, transformational leaders employ innovative and imaginative concepts (Munir, Nielsen, & Carneiro, 2010).  Furthermore, as demonstrated by Martinette (2002), transformational leadership offers practical methods for realizing an organization's vision. Transformative leadership, in the words of Rao (2013), fosters ethics and values in workers while demonstrating faith in their teammates. By transforming employees' values through the ability of the leader to articulate a clear organizational vision, this leadership style elevates the workforce in the hierarchy of needs (Islam, Rehman, & Ahmed, 2013).
A conceptual model and visual tool called the Blake Mouton Managerial Grid is used to categorize a leader's style of leadership. Plot essentially assesses a leader's level of concern for both output and people. It also refers to five overarching leadership philosophies that result from different combinations of the two main types that are being studied. These approaches to management are called produce or perish, middle-of-the-road, country club, poor, and team management. The model was created by Robert Blake and Jane Mouton in the early 1960s.
Mark Jenkins is the general manager of the Grosvenor Hotel Torquay. He is an excellent leader with a highly successful style. He manages his team effectively, is adaptable at work, and is devoted to his group. Because he knows when to be serious and when to have fun while working, his staff adores him as a leader. While he is results-oriented, he also knows how to interact with others and win their cooperation. He instills optimism in the team and works with a positive attitude. Mark's managers referred to him as a valuable addition to the hotel because of his efficient handling of operations and sales.
A leader who genuinely cares about his team members will enable them to advance, give them the tools they need to complete their tasks, and make them feel valued and happy. However, the phrase "concern for production" clarifies the interest of the boss.
The Blake Mouton Managerial Grid focuses on five primary leadership styles. The core element of the grid consists of these five styles. Every one of the five leadership philosophies listed on the Black Mouton Managerial Grid has a coordinate. For example, the (1,1) coordinate for Impoverished Management indicates that the leader is less concerned with both output and people. This management approach is ineffectual; a leader using it will not listen to the demands or requirements of their subordinates (Al-kahtani, Abu-Jarad, Sulaiman, & Nikbin,2011).  This type of leader is resistant to innovation, change, and the growth of their team members. Mark Jenkins is an incredibly successful leader. Poor management practices run counter to Mark's leadership style since he places a strong emphasis on both people and output.
Produce or perish management is a production-focused leadership style that has a 9, 1 coordinate on the managerial grid. The team leader exerts greater control over the behavior of his subordinates. Their primary goals are to meet deadlines, produce outcomes, and increase productivity. Employees worry about losing their jobs, and neither team members nor subordinates participate in managerial tasks (Yao et al. 2014). Along with understanding the needs of his subordinates and involving them in business operations, he not only prioritizes production.
The final grid type, team management, has a (9,9) coordinate, indicating that the leader places a high priority on both output and people. Manager pushes staff to produce at a high level. Workers have a sense of belonging to the business and are invested in its goals.. According to Gill, Flaschner and Shachar (2016) this is the management style that most closely matches Mark Jenkins's, and both upper management and staff find him to be effective.
The three primary tasks of a leader are accomplishing the work, leading the team, and leading individuals. These are the core areas of emphasis for the Action-centered leadership paradigm. John Adair created the concept and proposed that the leader should focus on all three of these roles. He is a British leadership theorist and the author of almost forty books (Rao, 2013).The functional leadership theory serves as the foundation for the action-centered leadership approach. This strategy aids the company in managing various people and providing them with the guidance they require. This model is used by leaders to effectively monitor and lead their teams. This concept facilitates an organization's ability to implement new ideas and adjust to changing circumstances.
A leader can employ a variety of techniques to handle day-to-day challenges within the organization with the aid of the action-centric model. Action-centric leaders accomplish goals, lead groups, and supervise individuals. There are several advantages to this method for leaders, workers, and organizations. Employee morale is raised in part by the style. 
Assist leaders in effectively managing individuals. The model comprises six key functions that are crucial for a leader to perform. One of these functions is planning, which is the first step in any task a leader must complete. He must first define the tasks, set goals and objectives, and conduct research to find crucial information that will help him create an effective plan. Setting standards, briefing staff, assigning responsibilities, and delegating authority are all part of the initiating function of a leader. Function leaders communicate with staff members regarding their responsibilities, plans, and tasks. Give employees critical information, such as updates, interpretations, and feedback (Shafie, Baghersalimi, and Barghi 2013).
The fourth role is controlling, in which managers push staff members to take necessary action by comparing their actual performance to the performance that was intended. At this point, supervisors oversee workers' advancement and invite them to participate in continuing decision-making(Gonos & Gallo,2013). The fifth function in this model is supporting, which entails a leader encouraging teamwork among employees, recognizing and rewarding individual efforts, providing sufficient assistance when needed, motivating employees, and praising their contributions to the company, all of which contribute to raising employee morale (Mendez 2013).
The final function is evaluation, which calls for keeping an eye on and reviewing worker performance. Leaders assess each member of the team or individually and provide feedback based on their findings. Supervisors make novel suggestions, congratulate staff members on their accomplishments, and inspire them to perform self-evaluations (Dhamodharan and Arumugasamy 2011).   
The task, individual, and team are the three main responsibilities of a leader according to the Action Centered Leadership Model. The primary duty of a leader is to help their team members accomplish their tasks. They do this by providing guidance, resources, and assistance when needed. Employees carry out specified actions to accomplish their responsibilities with the assistance of a boss. Leaders assist staff members in accomplishing significant company objectives (Malos, 2012). Any action a leader takes to accomplish corporate objectives is encompassed in this obligation. A leader is responsible for a variety of tasks and actions, including task definition, strategy development, plan creation, resource identification (people, process, and equipment), performance reviews, standard setting, parameter development, employee work pace management, task purpose determination, and general staff direction.
An excellent leader has a thorough understanding of his roles and obligations. His efforts to assign responsibilities to people, develop plans, establish guidelines, and evaluate staff performance in order to meet objectives have contributed to the hotel's success (Choi, 2007).
The second duty of a leader is to manage individuals, concentrating on each person's actions, helps people, acknowledges them, develops them through training, determines their needs for motivation, and applies appropriate incentive.
The model's final duty is managing groups. Leaders always depend on their teams to succeed, and organizational structure, internal communication channels, and organizational culture all play a big part in this
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