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[bookmark: _Toc141091792]Introduction

Leadership can be defined as the act of guiding and directing a collective of individuals or an entity (Mansaray, 2019).
The initial section of this report focuses on the efficacy of leadership, a crucial factor for the success of both individuals and organisations within the workplace.  This essay aims to conduct a comprehensive analysis of each of these aspects in order to gain a thorough understanding of the fundamental components of effective workplace leadership. 
Kenneth and Heresy (1988) argue that a successful leader must possess strong diagnostic skills and be adaptable in their leadership style to effectively respond to the specific demands of the scenario in which they are operating.
The concept of "leadership" is distinct from that of "management," although many individuals possess an intuitive understanding of this distinction without a clear comprehension of its nuances. These two functions exhibit distinct differences in terms of their underlying doctrines, functions, and outcomes (Shotter et al. 2014). 
The objective of this report is to conduct a critical analysis of three prominent leadership styles - authoritarian, democratic, and laissez-faire - within the framework of the workplace.
The terms "leadership" and "management" are frequently utilised in a manner that suggests they are synonymous. Although there are certain similarities in the tasks performed by leaders and managers, it is important to acknowledge the notable distinctions between these two roles. According to Koehn (2020), leadership involves the facilitation of constructive, transformative modifications, which encompass the development of a guiding vision, commonly referred to as a strategy. Additionally, it entails empowering individuals to overcome obstacles and actualize the envisioned change, while also fostering a collective alliance characterised by energy and momentum to propel the progress of such change. 
The next section of this report pertains to the identification and resolution of obstacles impeding the attainment of leadership positions within the organisational context. This report will explore the various barriers that leaders encounter and the essential skills that are required for effective leadership. The importance of effective leadership in the workplace cannot be overstated as it plays a critical role in the success and expansion of an organisation (Chuang, 2013). This discussion will additionally delve into the significance of conceptual skills and their application in problem-solving, strategic planning, and vision formulation.
The inclusion of effective leadership in the workplace is a crucial element for achieving organisational success, which forms the focal point of the fourth section of this report. Ethical leadership is of paramount importance as it guarantees the execution of actions with unwavering integrity and adherence to moral principles.

[bookmark: _Toc141091793]1. Effective Leadership Skills in the Workplace

[bookmark: _Toc141091794]1.1 Leadership as a trait 
First, leadership as a trait alludes to an individual's inherent qualities and characteristics that enable them to inspire and guide others. Confidence, honesty, and compassion are frequently associated with effective leaders. However, it is important to note that while certain characteristics can make a person more likely to be a good leader, they are not the sole determinants of leadership (Parvis, 2003). 
Kenneth and Heresy (1988) argue that a successful leader must possess strong diagnostic skills and be adaptable in their leadership style to effectively respond to the specific demands of the scenario in which they are operating. Various leadership styles are employed to guide employees based on the level of direction, empowerment, and decision-making authority granted to them. Other factors, such as adaptability and the capacity to learn from experience, also play an important role.
[bookmark: _Toc141091795]1.2 Leadership as an Ability
According to Dessler (2003), the absence of team members' motivation can potentially lead to employee attrition, thereby posing a constant risk to the organisation. Leadership is the capacity to effectively motivate and influence others towards a shared objective. It requires the application of cognitive and emotional intelligence to comprehend the requirements and aspirations of individuals in the workplace and to respond accordingly.
Furthermore, Armstrong (2010) posited that as organisations prioritise strategies for enhancing employee performance, it becomes imperative to also focus on the factors that can effectively motivate employees, with leaders playing a crucial role in this process. Effective leaders are able to communicate effectively, solve problems creatively, and make decisions that result in favourable outcomes.
[bookmark: _Toc141091796]1.3 Leadership as a Skill
Thirdly, leadership as a skill necessitates the acquisition of particular competencies and knowledge through practise and experience. It entails gaining knowledge and technical expertise in areas pertinent to the workplace. Leaders who continuously develop and hone their abilities are better equipped to navigate complex challenges and cultivate a high-performing workplace (Brownell, 2006).
[bookmark: _Toc141091797]1.4 Leadership as a Behaviour
In addition, leadership as a behaviour emphasises the actions and conduct of those in positions of leadership. Effective leaders exhibit characteristics such as establishing clear expectations, offering constructive feedback, and recognising and rewarding accomplishments. In addition, they serve as role models by exhibiting ethical conduct and professionalism, thereby fostering a positive and motivating workplace culture (Grojean et al ,2014).
[bookmark: _Toc141091798]1.5 Leadership as a Relationship
According to Popper (2004) The transition from perceiving leadership solely as the dominant influence of an exceptional individual, commonly referred to as the "great man" theory, or as a reflection of followers' subjective perceptions driven by their own desires, can be compared to the shift towards relational perspectives observed in psychodynamic theoretical thinking. Furthermore, leadership as a relationship emphasises the significance of establishing strong relationships with co-workers. Effective leaders devote time and energy to developing team members' trust, fostering open communication, and encouraging collaboration. Individuals feel valued and are empowered to contribute their best in an environment that is inclusive and supportive.
[bookmark: _Toc141091799]1.6 Leadership as an Influence Process
Lastly, leadership as a process of influence highlights the power dynamic between leaders and followers. Effective leaders are able to influence the perspectives, attitudes, and behaviours of others to achieve the desired results. They employ various techniques, such as persuasion, inspiration, and negotiation, to mobilise and align the efforts of individuals towards common objectives.

[bookmark: _Toc141091800]2. Effective Leadership Styles in the Workplace

[bookmark: _Toc141091801]2.1 The authoritarian leadership style
According to Chiang et al, (2020), authoritarian leadership styles are characterised by a significant degree of control exerted over subordinates. The authoritarian leadership style is characterised by the leader's centralised control over the decision-making process. This management style emphasises strict direction and control over subordinates. Under this strategy, the leader makes all decisions without consulting the team. While this style may be effective in certain circumstances, it can also result in a lack of innovation, low employee morale, and few opportunities for team members to develop. In addition, the autocratic style can foster a hierarchical atmosphere in which communication and innovation are suppressed.
According to de Hoogh et al. (2015), individuals in positions of authority within an organisational hierarchy often employ their power to enforce strict compliance and unwavering obedience among their subordinates.
[bookmark: _Toc141091802]2.2 The democratic leadership style
The democratic leadership style encourages team members' active participation, collaboration, and shared decision-making. This strategy values employee input and ideas, nurturing a sense of ownership and empowerment. 
According to Gastil (1994), a Democratic leader is going to make the ultimate decision, and he or she will invite other team members to participate in the decision-making process. Not only does this enhance job satisfaction by engaging employees or colleagues in what is happening, but it also helps to develop people's skills. The democratic style can increase employee satisfaction, motivation, and commitment to the organisation by involving them in decision-making. In addition, this leadership style encourages open channels of communication, promotes innovation, and fosters a positive work environment. Nevertheless, the democratic style may face obstacles when time-sensitive decisions must be made or when teams lack expertise.
[bookmark: _Toc141091803]2.3 Style of Leadership: Laissez-faire 
Gastil (1994) posits that the style of laissez-faire management is characterised by a non-interference policy, granting unrestricted autonomy to all employees, and lacking a specific approach to achieving goals. Nevertheless, it is important to note that there is no universally superior style of leadership. The efficacy of a specific style is contingent upon the organisational context. The laissez-faire leadership style entails minimal interference from the leader, thereby granting employees a high level of freedom and autonomy. This strategy is most effective in highly skilled, self-motivated teams whose members possess the necessary skills and can work independently. A laissez-faire leadership style can inspire employees' creativity, self-expression, and sense of responsibility. Nonetheless, without clear direction and accountability, this style can result in confusion, a lack of direction, and decreased productivity.

[bookmark: _Toc141091804]3. A critical analysis of my leadership style

I think I define my leadership style as democratic.
I prioritize inclusion, cooperation, and open communication as a democratic leader. I recognize my strengths and weaknesses when assessing my overall ability, and my democratic leadership approach prioritizes team input. I encourage my colleagues to share their thoughts and my method encourages ownership and team involvement which increases morale and efficiency. Open communication helps me understand decision-making, which increases trust and team loyalty.
I also want to stimulate the strengths of my team members, creating a pleasant and encouraging workplace. I feel empowered to offer my opinions and take initiative, contributing to an innovative and ever-improving atmosphere.
I also know I can improve. I appreciate consensus, but in time-sensitive situations, it can stall decision-making. As a democratic leader, I must balance my involvement with expediency and recognize when I need to make stronger decisions.
I also need to monitor team conflicts to promote teamwork. I need to resolve these issues and resolve disputes to maintain a pleasant and productive workplace.
I need to strengthen my adaptability to rule democratically. In emergency situations or when working with highly skilled and knowledgeable team members who need more autonomy, I may use a different leadership style.
In short, my democratic leadership approach has allowed me to fulfil my key responsibilities by fostering collaboration, promoting open dialogue and encouraging the involvement of my team members. While my focus on diversity and openness has been beneficial, I recognize that I need to improve in terms of effective decision-making, conflict resolution, and flexibility. Continuously developing as a leader, I aim to further develop my democratic leadership style while developing a more meaningful and successful approach to leadership in various contexts.

[bookmark: _Toc141091805]4. Tackling the barriers to leadership in the workplace


[bookmark: _Toc141091806]4.1 Resistance to change.
One of the major barriers to leadership in the workplace is resistance to change. Many employees are comfortable with the status quo and might resist any efforts to introduce new ideas or ways of doing things. Effective leaders must be able to navigate this resistance by effectively communicating the need for change, addressing any concerns or fears, and providing a clear vision for the future. They must also be able to inspire their team to embrace change and find opportunities within it (Appelbaum et al. 2015).

[bookmark: _Toc141091807]4.2 Lack of trust and credibility
Another barrier to effective leadership is a lack of trust and credibility. Employees need to trust their leaders and believe in their competence and integrity. If a leader’s actions are not aligned with their words, it can erode trust and create a negative work environment. Leaders must lead by example, consistently demonstrate ethical behavior, and be transparent in their decision-making processes. Building trust takes time and effort, but it is essential for effective leadership (Rosen et al. 2007).

[bookmark: _Toc141091808]4.3 Failure to identify and solve problems.
It is observed that certain leaders lack a foundational skill set necessary for effectively leading their teams. One of the fundamental skills that holds significant importance is problem-solving. Leaders exhibit a deficiency in their ability to identify and analyse problems, evaluate potential solutions, and make well-informed decisions.
 Additionally, they lack the ability to effectively foster critical thinking skills and promote active participation from their team members in problem-solving endeavours. 

[bookmark: _Toc141091809]4.4 The absence of strategic planning.
Leaders often struggle to create a consistent vision and effective plans for their organization's future. The persons in issue lack information and forward-thinking, therefore they don't evaluate the long-term effects of their decisions and behaviours. Strategic planning includes goal setting, resource allocation, and progress tracking. Leaders often lack this information. Ineffective leaders cannot motivate their teams because they cannot express their vision.

[bookmark: _Toc141091810]4.5 Insufficient number of perspectives.
Leadership without a clear and compelling vision inhibits employees' ability to coordinate their efforts and achieve goals. 
Bass and Avolio (1990) found that leaders without a vision cannot influence their followers' problem-solving methodologies and views. These leaders also lack support, encouragement, and effective vision communication. These leaders also fail to evoke emotions and build followers' identification. Leaders who can't express their vision can't motivate their teams. Additionally, some leaders may lack the skills and experience to properly nurture creativity and innovation in their enterprises. They failed to grasp the crucial role these characteristics play in adapting to the changing business world.


[bookmark: _Toc141091811]5. Ethical leadership
According to Ciulla (2003), ethical leadership is an effect of a moral individual who motivates others to perform the right action in the right manner for the right reasons. Ethical leaders follow a set of values and principles that the majority agree are good for society. The ethical leader can be judged by their character, actions, goals, honesty, power, and values (See Fig:1).



FIG: 1 - Factors associated with moral leadership. 


A leader's ability to guide, inspire, and motivate employees plays a significant role in achieving goals and maintaining a positive work environment. Ethical leadership is essential as it ensures that these actions are conducted with integrity and moral values.

[bookmark: _Toc141091812]5.1 The character of the leader
One important aspect of ethical leadership is the character of the leader. Trustworthiness is crucial in establishing strong relationships among team members. A leader who consistently demonstrates honesty and reliability gains the trust and confidence of their subordinates. Respect is another key character trait. Treating employees with dignity, valuing their opinions, and recognizing their contributions fosters a positive work culture. Responsibility follows suit, as a responsible leader acknowledges their role in decision-making and takes accountability for their actions (Spears, 2010).

[bookmark: _Toc141091813]5.2 The actions of the leader
The action of the leader is an essential element to consider. A fair leader ensures that all employees are treated equitably, considering factors such as merit and performance when making decisions. A just leader aims to create an environment where everyone has equal opportunities and is heard. Caring is an additional character trait that ethical leaders possess. A caring leader demonstrates empathy, supports employees in times of need, and promotes a work-life balance that prioritizes the well-being of team members. Lastly, citizenship refers to a leader's commitment to the greater society, including ethical practices that extend beyond the workplace (Marquardt, 2000).

[bookmark: _Toc141091814]5.3 The Goals of the leader
The goals of a leader further define their effectiveness. Respectful leaders actively listen to their employees, seek to understand their viewpoints, and value their contributions. They promote a sense of dignity and encourage open communication within the team. An effective leader also exhibits a service-oriented approach, prioritizing the needs and growth of their employees. By serving others, a leader inspires loyalty and respect, creating a culture of collaboration and support. Demonstrating justice is crucial, as ethical leaders make decisions based on unbiased assessment, considering all perspectives and ensuring fairness (House,1996).
[bookmark: _Toc141091815]5.4 The honesty of the leader
Leadership honesty is crucial, as business, politics, and other leaders seek honest followers. Leadership requires honesty and leaders must be honest with their subordinates, stakeholders, and society. Trust is built on honesty; honest leaders build trust and encourage open conversation (Ogunfowora et al, 2014).

[bookmark: _Toc141091816]5.5 The power of the leader
The power of a leader is an essential element to consider. Leadership involves influencing and impacting others. Effective leaders leverage their power positively, utilizing their skills to inspire and motivate employees towards shared goals. They recognize the responsibility that comes with power and consistently act in a fair and caring manner, avoiding any abuse of authority. Ethical leaders remain vigilant and aware of the impact their actions may have on others, striving to create an environment of trust and respect (Greenleaf, 1998).

[bookmark: _Toc141091817]5.6 The values of the leader
The values of the leader significantly impact their ability to be effective. Ethical values form the foundation of their decision-making process, ensuring that ethical standards are upheld. Modal values, such as honesty, integrity, and openness, guide the leader's behavior and interactions with employees. Finally, end values, including a commitment to fairness, justice, and respect, drive the leader to achieve organizational goals while upholding ethical standards (Russell, 2001).




[bookmark: _Toc141091818]Conclusion

Effective workplace leadership includes qualities, competences, proficiencies, behaviour, interpersonal connections, and influence. Individuals are required to learn applicable skills, display appropriate behaviour, build meaningful relationships, and use their influence to promote positive change. Organisations may foster effective leadership by critically analysing these dimensions, which boosts productivity, employee satisfaction, and success.
This paper has discussed workplace leadership styles, and their advantages and disadvantages. Leaders must modify their manner to fit the situation, culture, and team members' skills. In critical or time-sensitive situations, authoritarian leadership may be appropriate, but democratic leadership encourages employee collaboration and active participation, creating a more positive and productive work environment. Finally, if a team is well-established and motivated, the laissez-faire leadership style can encourage autonomy and creativity. Effective leaders may adapt their leadership style to the needs of their team and the company, improving performance and success.
Organisational success depends on good leadership. Leaders can overcome change resistance and trust issues. Problem-solving, strategic planning, and imaginative thinking are crucial skills. Organisations may develop successful leadership and a positive, productive workplace by critically analysing these factors.
An organization's success depends on ethical leadership. Leaders must be ethical, show respect, fairness, and justice, and uphold basic values. Ethical leadership fosters a positive workplace, develops employees, and boosts the company's success.      
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[bookmark: _Toc140226970][bookmark: _Toc141091821]Introduction

In order to achieve success in the current fast-paced and competitive business environment, it is imperative to possess the capability to exhibit emerging leadership skills. Participation in this module has substantially broadened my comprehension of the concept of emergent leadership and its relevance within the professional realm. The primary objective of this reflective essay is to engage in a comprehensive discussion regarding the key insights and knowledge acquired over the duration of this module. The forthcoming discussion will encompass several subjects, namely: the role of leadership in times of uncertainty; the efficacy of various leadership styles; the process of selecting an appropriate leadership approach; and the differentiation between leadership and management.

[bookmark: _Toc140226971][bookmark: _Toc141091822]1. Leadership in Uncertain Times

According to Drysdale (2017), the importance of effective leadership in the face of ambiguity was emphasised throughout the curriculum. It has been noticed that leaders who possess the attributes of flexibility, resilience, and the capacity to navigate through ambiguous situations are able to effectively lead their teams and organisations towards achieving success. This is because these leaders have the ability to effectively navigate through uncertain situations. In a time marked by rapid shifts, it is absolutely necessary for those in positions of authority to have the ability to successfully traverse unclear circumstances and arrive at choices that are well-informed and prudent. This is an absolute requirement.

[bookmark: _Toc140226972][bookmark: _Toc141091823]2. Effective Leadership Styles

The fact that there is such a wide variety of leadership styles that one may employ in a professional environment was one of the most important things that I took away from this programme. It has been noted that effective leaders have a tendency to transcend the constraints of a single leadership strategy. This is one of the characteristics that makes them so effective. On the other hand, individuals have the ability to modify their strategy in line with the particulars of the situation as well as the needs of their coworkers (Sethuraman et al, 2014).

The module placed a substantial emphasis on a variety of leadership styles, such as servant leadership, transformational leadership, participative leadership, and authoritarian leadership. It has been noted that there are benefits and downsides associated with each and every type of leadership style. Additionally, the capability to deftly switch between various leadership styles in accordance with the requirements of the scenario can considerably increase a leader's effectiveness in meeting those expectations.

[bookmark: _Toc140226973][bookmark: _Toc141091824]3. Choosing a Leadership Pattern

According to Tannenbaum et al, (1973), the session offered a thorough description of the process that is involved in selecting an appropriate leadership pattern, which was an important component of the overall effort to learn. When leaders are tasked with making decisions, it is vital for them to thoroughly analyse and select a leadership style that takes into account a variety of elements. Failing to do so can result in serious consequences. These elements include the culture of the company, the dynamics of the team, and the personal preferences of individual followers. As long as they take all of the aforementioned considerations into account, leaders have the ability to increase their effect by ensuring that their management style is compatible with the requirements of both their team and their organisation.

[bookmark: _Toc140226974][bookmark: _Toc141091825]4. Leadership versus Management

The purpose of this investigation is to investigate the differences between two topics and the underlying reasons why those topics are so different from one another.
Within the context of this module, an investigation of the differences that exist between management and leadership was carried out. It has been observed that both leadership and management play important functions within the context of organisational settings. These roles are considered to be essential. It has been established that the act of motivating and influencing other individuals in order to advance towards the realisation of a common goal is an essential component of leadership. On the other hand, management is primarily concerned with the processes of planning, organising, and exercising control over resources with the intention of achieving particular goals. This is done in order to accomplish certain goals (Solomon et al, 2014).

The module emphasised the significance of strong interpersonal and motivational skills for effective leaders, in addition to managerial expertise, as a prerequisite for effective leadership positions. My ability to avoid falling for the common misconception that management and leadership are interchangeable was greatly enhanced by my acquisition of a thorough understanding of the variables that set these two roles apart from one another.
[bookmark: _Toc140226975]
[bookmark: _Toc141091826]Conclusion

Because of the module that covered emergent leadership skills, I now have a comprehensive knowledge of the significance of competent leadership within today's modern work situations. The accumulation of knowledge has demonstrated that the ability to adapt is essential for effective leadership during times of uncertainty, and that the use of a variety of different leadership styles may be appropriate depending on the particular conditions that are present. In addition, the ability to choose an appropriate model of leadership and to recognise the differences between leadership and management are both necessary for attaining success in positions of leadership.
The purpose of this reflective essay is to undertake a critical analysis of the primary learnings acquired from the module, with the end goal of improving both comprehension and proficiency in emergent leadership qualities. These realisations will, without a doubt, be of great assistance to me in the development of effective leadership skills and in the creation of a good influence on the companies and teams to which I belong in the years to come. 
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