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[bookmark: _Toc131543165]Introduction
The two fundamental ideas of leadership and management in organisational behaviour are closely related, yet they have different methodologies, goals, and focuses (Kotterman, 2006). Leadership is the ability to persuade, inspire, and guide people or groups of people towards the accomplishment of a shared goal or vision (Stodgill, 1974), whereas management involves organising, controlling, and arranging resources to meet predetermined goals (Huntley, Robbins and Decenzo, 2004). Despite having divergent perspectives, they work well together and are both essential to the effectiveness of an organisation (Algahtani, 2014). Armstrong (2012) emphasises that while leadership is essential for encouraging creativity and transformation, management is necessary to maintain constancy and stability.
All organisations needs strong leadership, and this report will look at how effective leadership styles, skills, and approaches can assist the National Health Service (NHS) overcome its many challenges. Leadership is emphasised as a crucial element in managing the difficult issues the NHS is experiencing in the paper published in The Lancet. Different types of leadership, their advantages and disadvantages, and the fundamental competencies required for successful leadership within the NHS will all be covered in this report. It will also look at the particular difficulties that leaders have in uncertain times, like the COVID-19 pandemic, and how crucial ethical leadership is to upholding accountability and trust. The report will conclude by arguing that strong leadership is essential for the NHS to overcome its challenges and deliver high-quality care. 
[bookmark: _Toc131543166]Effective Leadership Styles
Leadership styles are the many ways in which leaders interact with their subordinates or followers, and these styles are defined by the leader's behaviour towards them. Kurt Lewin (1939) identified three major leadership styles: autocratic, democratic, and laissez-faire.
[bookmark: _Toc131543167]Autocratic 
According to Northouse (2021), an autocratic leadership style involves the leader making choices without consulting their supporters. Subordinates are completely under the leader's direction and are expected to do as instructed. When quick decisions need to be taken, this approach may be successful, but it may also cause resentment and low morale in the team. 
[bookmark: _Toc131543168]Democratic 
On the other side, the democratic leadership style involves the followers in the decision-making procedure. Members feel confident to share ideas and views since the leader encourages participation. Although this approach can boost worker morale and job satisfaction, it can also be time-consuming and may not be appropriate in situations calling for quick responses, which might result in missed opportunities (Hughes, Ginnett and Curphy, 2021)
[bookmark: _Toc131543169]Laissez-Faire
As suggested by Schyns and Schilling (2013), when a leader takes a laissez-faire approach, they delegate decision-making authority and responsibility to their subordinates. The leader provides little instruction or direction, and the followers are expected to take the initiative and work independently. This approach may be successful when the subordinates are highly skilled and experienced, but it can also cause confusion and a lack of direction for new members of the group.
[bookmark: _Toc131543170]Transformational 
Along with the three primary leadership styles transformational leadership, first introduced by Burns (1978) and further expanded on by Bass (1985) is one that should also be considered. This type of leadership inspires, motivates, and empowers team members to reach their full potential. Furthermore, it allows members to contribute to goal achievement and creates a clear future vision, which can increase loyalty and job satisfaction. It is critical to recognise that such high levels of enthusiasm and engagement require significant effort on the part of the leader and can frequently result in burnout (Tafvelin et al., 2019).
[bookmark: _Toc131543171]Leadership Styles in the NHS 
The challenges confronting the NHS in the UK require a leadership style that can tackle complex issues and helping to bring about long-term, meaningful reform. Transformational leadership, which focuses on motivating and supporting employees, developing a shared vision, and adopting innovative strategies for accomplishing long-term goals, has been suggested to be the most beneficial in this situation according to Robin Kumar in his journal, Clinics in Integrated Care: Leadership in (2022). 
Amanda Pritchard will need to inspire employees to put patients' needs ahead of their own and work towards the shared objective of enhancing patient care. Transformational leaders may encourage innovation and problem-solving by building a culture of cooperation and trust, which will improve the effectiveness and effectiveness of healthcare delivery (Sadeghi and Akmaliah Lope Pihie, 2012). Whist the ability to stimulate and inspire, can seriously impact staff recruitment and retention strategies, which are essential for preserving the NHS's long-term existence. Research has also shown that transformational leadership has the potential to improve job happiness (Steinmann, Klug and Maier, 2018) and lower burnout among healthcare professionals, which is crucial given the current labour shortages and high levels of stress brought on by the pandemic (Phillips et al., 2022).
To ensure steady progress, the NHS need a new long-term strategy that addresses worker welfare, understaffing, prevention, and the environmental determinants of health. The article provides a roadmap for putting such a vision into action, but only a transformative leader will be able to properly harness and employ the significant political resources that are required to do so. 
Pritchard can make significant progress towards a health system that can meet society's evolving demands with a long-term vision and consistent, dynamic improvement. A transformational leader who is adaptable and responsive to the specific challenges is required. While this strategy may be appropriate in this case, other issues that the NHS may face may necessitate a different leadership style. Leadership must be adaptable and tailored to meet the needs of the NHS. The primary goal will be to gain the support of stakeholders and implement the necessary changes. With the right guidance and support, the NHS can continue to provide the essential services that make life in the UK possible.
[bookmark: _Toc131543172]Effective Leadership Skills 
Adair argues that one of the fundamental elements of leadership is possessing the appropriate set of abilities that enable one to persuade, inspire, and direct others towards a common objective or vision (2013). These skills are essential for a leader and are vital to an organization's success (Bass and BASS, 2009; Kouzes and Posner, 2017). Many studies have been conducted on the skills required for effective leadership, such as communication, emotional intelligence, and decision-making ability. (Akinniyi et al., 2021; Hess and Bacigalupo, 2013)
[bookmark: _Toc131543173]Communication Skills 
Barrett (2006); Friedman (2011) and Luedi (2022) suggest that since they must be able to express their vision, objectives, and requirements to their team in a clear and effective manner, leaders must have excellent communication skills. Active listening is another essential component of effective communication since it helps managers comprehend the opinions and issues of their team members.  
[bookmark: _Toc131543174]Emotional Intelligence
Wittmer and Hopkins (2021); Kantor et al. (2020) highlighted to comprehend and regulate their own emotions in addition to those of their team members, leaders must possess emotional intelligence. They need to have the ability to grow trust, empathise with others, and promote healthy relationship. Understanding the importance of emotional intelligence for crisis leadership—which is evident in the present NHS situation—is equally crucial.
[bookmark: _Toc131543175]Decision Making
According to Schwarber (2005), leaders must frequently make complex decisions and come up with answers to complex problems that are best for the organisation. As a result, they must have strong decision-making and problem-solving abilities. For this to be effective, they must be able to analyse circumstances, weigh choices, and make well-informed judgements while also involving their team (Landry, 2020) rapidly and effectively.
Other crucial leadership skills are delegation, flexibility, innovation, and strategic thinking. Consequently, effective leaders should be able to inspire and motivate their team members, promote mutual respect and cooperation, and act as examples for others (Northouse, 2021).
[bookmark: _Toc131543176]Leadership Skills in the NHS
The article places a strong emphasis on the value of having effective leadership skills in addressing these issues and promoting a new, long-term vision for the NHS. The following are a few of the skills that the article promotes:
Realism – Describing herself as realistic, Amanda Pritchard discusses the challenges she encounters in managing the NHS and recognises both the system's long-term issues and its bleak short-term outlooks. A crucial competency that recent studies have indicated the NHS needs (NHS Confederation, 2022).
Optimistic - Pritchard is quoted as being optimistic about the future of the NHS despite the difficulties and the possibility of ongoing and steady evolution towards a health system that satisfies the population's shifting physical and mental health demands, something which is welcomed by NHS England (n.d.). 
Courage and determination - The article focuses on the necessity for leaders like Pritchard to have the grit and perseverance to transform the NHS in a necessary way, gaining support from policymakers and advocating a fresh vision for the NHS, one that is welcomed by various stakeholders (Selbie, 2018).
Given the state of the NHS, Amanda Pritchard would probably benefit most from leadership styles that emphasise flexibility and resiliency in the face of enduring challenges. These leadership characteristics are important for the NHS, and the COVID-19 epidemic has highlighted how important it is for all stakeholders to work together and communicate well (NHS England, 2022). Given the NHS's chronic underfunding and systemic flaws, an emphasis on innovation and adaptive problem-solving may be necessary (Lindsay et al., 2017). 
[bookmark: _Toc131543177]Challenges to Leadership in uncertain times
Uncertain times and crisis are of no surprise to the NHS, as they have been dealing with threats that affect the delivery of quality services to the UK’s population for some time (Cookson and Cameron-Chileshe, 2023). Uncertain times or crises are defined as unexpected, complex, and difficult circumstances that significantly disrupt an organisation's regular operations. Several crises have affected patient care and outcomes for the NHS, including financial, staffing, and service delivery issues over the years. 
[bookmark: _Toc131543178]Financial
Beginning in 2010, the NHS has been subject to substantial funding cuts because of austerity measures (Vize, 2022; Leys 2020; Gray, 2019). Several programmes, including front-line patient care and public health programs, have been impacted by these budget changes. As a result, The King’s Fund (2017) found that some patient groups now have less access to healthcare, longer wait times, and a staffing shortages. Despite the various slight budget gains in recent years, the NHS still faces continuous financial difficulties and ongoing uncertainty surrounding future funding levels. 
[bookmark: _Toc131543179]Workforce Crisis
Significant staffing shortages, particularly in nursing, midwifery, general practise and amongst doctors have put additional strain on the current NHS workforce. Rapidly increasing service demand, rising sickness and absence rates, surging employee burnout, and the COVID-19 pandemic have all exacerbated the problem (The Kings Fund, 2022). According to Aiken et al.,(2014), nurse staffing levels are related to patient mortality rates, which has a negative impact on patient care and outcomes.
[bookmark: _Toc131543180]Cyber Attacks 
The risk to patient data has increased due to cyberattacks, which have also seriously disrupted services. Both government individuals and criminal organisations have been blamed for these attacks. In 2017, the NHS computer systems were hit by the WannaCry ransomware assault, which caused appointments to be cancelled, treatment delays, and an estimated £92 million in losses (Smart, 2018). Since then, the NHS has improved cybersecurity by investing further in security tools and training to combat this expanding threat to the healthcare industry, however, persistent and constant vigilance is necessary (He et al., 2021).
[bookmark: _Toc131543181]Leadership Priorities in the NHS
The article raises some important arguments regarding the difficulties facing the NHS and the need for long-term strategy, however it could benefit to take a deeper look at leadership priorities required. This may have been addressed by looking more closely at specific techniques and approaches that leaders like Pritchard might use to address the challenges the NHS is currently facing. For instance, research by Gurr and Drysdale (2017) has shown that effective crisis leadership demands a focus on collaboration, flexibility, and adaptation as well as the ability to balance both immediate and long-term objectives.
While the article provides a good place to start, any strategic future plans would need to be specific and adapted to the context of the current issues in question. The leader will need to have a thorough awareness of the NHS's context to be fully effective, but they also need to be flexible, eager to learn from their accomplishments and errors, and open to trying out new ideas as suggested by Margaret Wheatley in her 2007 book; Finding Our Way: Leadership for an Uncertain Time. 
[bookmark: _Toc131543182]Ethical Leadership
Ethical leadership is the influence of a moral person who moves others to do the right thing in the right way for the right reasons (Ciulla, 2003).

Gini (1998) described ethical leaders’ as those who exercise social influence, make judgements in the best interests of their followers, and act without harming them by upholding the rights of all parties. Whereas Brown et al. (2008) refers to ethical leadership as the manner in which a leader conducts themselves in their interactions with others, as well as the manner in which they promote this behaviour to others through communication, constant assertion, and the manner in which they make their decisions. An ethical leader not only speaks of ethics, but also demonstrates this in their behaviour, and inspires their subordinates to do the same. 
Leaders who uphold moral principles cultivate a culture of trust and respect among their subordinates and foster an ethical workplace (Kalshoven, Den Hartog, & De Hoogh, 2011) and can have a favourable impact on employee satisfaction, dedication, trust building, and productivity (Mayer, Kuenzi, & Greenbaum, 2010), all of which play a part in organisational success. 
[bookmark: _Toc131543183]Ethical Leadership in the NHS
The article outlines various ethical strategic priorities in relation to the difficulties the NHS is facing, such as fairly addressing the health requirements of the population, staffing shortages, employee welfare, and social determinants of health. 
A major priority is ensuring equal access to care, especially in light of the lengthy waiting lists brought on by the COVID-19 pandemic. According to Daniels' (2007), fairness involves providing health resources in accordance with need, which considers both the seriousness of the condition and one's capacity to benefit from treatment. Hence, the NHS must give top priority to those patients who need treatment the most and make sure that socioeconomic position, age, or race does not affect who can obtain care.
According to Social Care Institute for Excellence Report (2022) which is consistent with Tronto (2013), providing care is a communal obligation that demands a joint commitment to supporting those who provide the care. The article also emphasises the importance of addressing understaffing and employee wellbeing as important ethical priorities. In the last 18 months, the NHS workforce has been put under a lot of strain, raising questions about the system's long-term viability (Waitzman, 2022). In order to ensure that the healthcare system can continue to offer care to patients, it is crucial to ensure the workforce's well-being.
The article additionally points out how crucial it is to address the social determinants of health, which include inequality and poverty as important contributors to unfavourable health outcomes. In tackling these determinants, the UK has lagged behind other high-income nations, which has had a substantial effect on population health (Marmot, 2020). According to Marmot et al. (2020), tackling health inequities requires a multifaceted strategy that considers social policies, employment, education, and healthcare in addition to healthcare. To address the underlying causes of ill health, the NHS must collaborate with other sectors (NHS England, n.d.).
[bookmark: _Toc131543184]Conclusion
In conclusion, leadership styles are an essential component of successful leadership, and the best style varies according to the situation. While each style has its own advantages, transformational leadership is best suited to the NHS at this time because it enables leaders to take on complex problems and implement lasting change. The development of a culture of cooperation and trust, fostering innovation, and problem-solving depend heavily on transformational leaders.
Having the right collection of skills, including effective communication, emotional intelligence, and decision-making aptitude, is essential for becoming an effective leader. In order to implement the essential adjustments for success, the current NHS leader must be able to adapt their leadership style, have the appropriate skills to address the situation's unique needs, have the support of the stakeholders and put the necessary changes into place to guarantee that the NHS keeps delivering crucial services that are integral to UK life.
The NHS requires a new long-term strategy that addresses employee welfare, understaffing, prevention, and the social determinants of health in order to guarantee consistent development. The NHS has been struggling with multiple crises that have a negative influence on its capacity to provide high-quality medical care, including budget cuts, a shortage of qualified employees, and cyberattacks. To address these issues, competent crisis management and long-term strategies with an emphasis on cooperation, adaptability, and adaption are required. Leaders must be aware of the context and open to new ideas, and future plans must be tailored to the current problems. To solve the problems and guarantee the NHS's survival, immediate action is required to reduce the impact on patient treatment and outcomes. 
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[bookmark: _Toc131543186]Reflective Report
Throughout this module, I have gained a better understanding of the various leadership styles and skills required to lead successfully in a complex and rapidly changing business environment. I will use Gibbs' Reflective Cycle (1984) to reflect on my learning experience and assess how it has changed my own leadership style and skills.
[bookmark: _Toc131543187]Concrete Experience
I gained valuable knowledge about the various leadership traits and styles, as well as the importance of ethics in leadership. While numerous studies have been conducted over the years, Judge et al., (2002) suggest that six key traits that are frequently associated with effective leadership are: intelligence, confidence, charisma, determination, sociability, and integrity. However, these characteristics alone will not guarantee your success as a leader. To improve effective leadership, these characteristics must be identified and developed by the individual (Schafer, 2010).
I am now more knowledgeable about the many leadership styles, including autocratic, democratic, and laissez-faire, as well as the numerous situations in which each style may be useful. I have a better understanding of the value of ethical values like honesty, justice, and accountability in all of their decisions and actions (Trevio, Brown, and Hartman, 2003).
[bookmark: _Toc131543188]Reflective Observation
When I think back on my own experiences, I can see how these leadership traits and styles apply to my job. For example, I've noticed that successful leaders at my job combine these characteristics, especially when managing teams through complex tasks. One example I saw was a project manager who showed expertise by studying the project requirements and creating a thorough strategy, in addition to showing confidence and determination to inspire team members to reach their goals. Additionally, as suggested Shapiro and Stefkovich, (2016), leaders who demonstrate ethical behaviour are able to inspire trust and create a positive work culture. My manager at work consistently exemplifies ethical behaviour by accepting the consequences of their actions and holding others accountable. Their actions cultivated a sense of trust and respect among the team, leading to increased productivity and job satisfaction.
[bookmark: _Toc131543189]Abstract Conceptualisation
I gained a better understanding of the meaning of transformational leadership from the module (Northouse, 2018), which involves inspiring and motivating others to work towards a common goal. I also discovered that my leadership style is transformational because I place a high value on team member empowerment and development (Bass & Riggio, 2006). Furthermore, the module highlighted that transformative leadership has a lot to offer in today's fast-changing business environment, where innovation and agility are critical (Avolio & Yammarino, 2013). There was also a strong emphasis on the importance of ethical leadership, which entails making decisions based on moral and ethical principles (Brown & Treviño, 2006). I discovered that ethical leadership is critical for establishing credibility and trust with stakeholders, improves business performance, and promotes employee well-being (Resick et al., 2006).
As a transformational leader, I recognise that ethical leadership is critical for inspiring and motivating my team members to achieve our common goals while upholding the company's values. Thus, incorporating ethical leadership practises into my transformational leadership style can promote a positive work culture, increase employee engagement, and ultimately lead to long-term success.
[bookmark: _Toc131543190]Active Experimentation
This knowledge will be applied in my job, with a focus on developing my leadership skills through regular practise and feedback from colleagues. I will try to use a democratic leadership style when there are many stakeholders involved and their opinions are important. I believe that democratic leadership is beneficial when working with cross-functional teams as a project manager. This strategy promotes the exchange of ideas and points of view, resulting in better decision-making and team buy-in (Emmerling and Rooders, 2020), so that I can ensure that everyone's opinions are considered before deciding.
I'm confident that this will encourage and motivate my team to meet their goals and improve their performance. Furthermore, I will prioritise ethical leadership by making decisions based on moral and ethical principles. I can positively contribute to the development of an ethical leadership culture in my workplace by doing so. This will increase stakeholder trust and credibility, improving organisational performance and employee well-being while making them feel more motivated.
In conclusion, the study on emergent leadership skills has given me useful knowledge and resources to help me develop my leadership capabilities. I have faith that by using these skills and knowledge in my professional life, I will be able to positively influence my team, business, and stakeholders.
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