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[bookmark: _Toc1466559272][bookmark: _Toc361376277]Executive Summary


This report aims to examine the key responsibilities of leadership in the workplace along with the importance of assessing the personal strengths and weaknesses of leaders in an objective manner to identify effective skills that help leaders make effective decisions in the current uncertain economic situation.
The main body of the report is divided into three sections and begins with an introduction of Net-a-Porter along with their background, differentiation strategy, and performance in a competitive luxury fashion market. The following section provides a critical evaluation of 3 leadership models along with their respective styles, and based on the writer’s understanding and experience, identifies the most effective skills and abilities that would help fulfil the responsibilities of a leader in the given scenario.
The next section of the report investigates what leadership styles and approaches Net-a-Porter uses and how it affects the company’s ability to be resilient and succeed in the current uncertain political and economic environment. The effectiveness of their approach is then evaluated from their financial and non-financial performance and a comparison is made between the most effective skills identified in the previous section and their own leadership styles with the purpose of identifying areas of further development for the company.
In the closing section the analysis is summarised, and conclusions are drawn based in the findings of the report. Furthermore, recommendations are made using the most effective skills identified to formulate a plan on what Net-a-Porter can do in the future to improve their leadership styles and what further skills would bring the most benefits for their organisation.
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[bookmark: _Toc1299019582]Task 1: Individual Report on Net-a-Porter

[bookmark: _Toc1804624690]Introduction

This report aims to examine the key responsibilities of leadership in the workplace along with the importance of assessing the personal strengths and weaknesses of leaders in an objective manner to identify effective skills that help leaders make effective decisions in the current uncertain economic situation. 
The chosen organisation is Net-a-Porter, a world leading luxury fashion retailer that differentiates itself by offering an unparalleled catalogue of luxury goods and outstanding customer service, and sells their products exclusively online, lacking any physical stores. This company has been selected because the writer has worked with them in the past and is familiar with the internal environment of this company. The company is currently part of the YOOX NET-A-PORTER group after a merge with their competitor, but for the purpose of this report NET-A-PORTER will be analysed as a separate entity.
The main body of the report is divided into three sections and begins with an introduction of Net-a-Porter along with their background, differentiation strategy, and performance in a competitive luxury fashion market. 
The following section provides a critical evaluation of 3 leadership models along with their respective styles, and based on the writer’s understanding and experience, identifies the most effective skills and abilities that would help fulfil the responsibilities of a leader in the given scenario. The 3 models evaluated are the Y Theory of Leadership, which is a behavioural theory underpinned by a decentralised and democratic style of leading, the Adaptive Leadership Theory which has been designed to help companies be resilient through challenging times and is based on 4 key principles which help a leader adapt to uncertain situations where no set procedures exist. The last model is the Transformational Leadership Theory, an influence theory where leadership is proactive and aims to motivate employees to achieve company objectives in a way that is beneficial both to the individual and the company. This theory provides an ethical framework that appeals to moral values and focuses on the goals of the group above the individual ones.
The next section of the report investigates what leadership styles and approaches Net-a-Porter uses and how it affects the company’s ability to be resilient and succeed in the current uncertain political and economic environment. The effectiveness of their approach is then evaluated from their financial and non-financial performance and a comparison is made between the most effective skills identified in the previous section and their own leadership styles with the purpose of identifying areas of further development for the company.
[bookmark: _Int_AWuhoZvl]In the final section the analysis is summarised, and conclusions are drawn based in the findings of the report. Furthermore, recommendations are made using the most effective skills identified to formulate a plan on what Net-a-Porter can do in the future to improve their leadership styles and what further skills would bring the most benefits for their organisation.


[bookmark: _Toc1430630218]Net-a-Porter Organisation Background

Net-a-Porter is a world leading online luxury fashion retailer that was founded in 2000 by Natalie Massenet and is headquartered in London, UK. They offer the finest curation of fashion items, fine watches and jewellery from the most prominent luxury brands and champions unparalleled customer service, offering express shipping worldwide, and a seamless shopping experience (About Us n/a).
[bookmark: _Int_LsqVFGPO]The company operates exclusively through online outlets instead of retail stores, which is due to the concept developed by the founder of a website in magazine format where users could scroll through content and simply click on the items they wanted which would become purchasable. This business model proved successful, and the company grew until 2009, when it received a large investment from Richemont SA, a Swiss luxury goods group that owns many leading brands. In 2015 the company merged with YOOX and forming YOOX NET-A-PORTER GROUP which had a combined revenue of 1.3 billion EUR at the time of the merge (Yoox Group and the Net-A-PORTER Group to merge, 2015) and currently employs around 4500 people 
[bookmark: _Int_NXzwctOb][bookmark: _Int_dAqKh0C6]The key drivers to the company’s success were their continuous expansion in new geographical areas and large investments in technical capabilities which enabled the company to offer their products in 170 countries and interact with 30 million monthly visitors. Along with their product selections process where they update their products with around 1000 new photographs every week, they offer excellent customer service, with same day delivery in major world capitals, same day delivery to developed countries, luxurious packaging, multilingual customer care and personal shopper assistants available 24/7. These factors have enabled the company to develop a serious ‘first mover’ competitive advantage for high end items where they are able to reach a wide base of customers around the world and deliver their products very fast (Roll, 2018). Their main competitors are Farfetch and Matches Fashion both of which generate more revenue and offer a larger selection of brands than Net-a-Porter. The economic instabilities brought by crises like COVID have had a negative impact on the company’s revenue, which has seen a decline and caused them a net loss of 66 million pounds for the year ending in March 2020, 95 million in 2021 and 39 million in 2022. Despite the declining profits, Net-a-Porter continues to maintain a strong position in the market, largely due to the group it is a part of and their main investor, Richemont SA, which has offered continuous support for the company to meet its liabilities (The Net-a-Porter Group Limited, 2022, p3).


[bookmark: _Toc1849582903]Evaluation of Leadership Models

In this part of the report several leadership theories are critically analysed with the purpose of identifying the advantages and disadvantages of each and determining what skills are the most useful in fulfilling the responsibilities of a leader in the current economic climate. 
The first theory to be analysed is the Y theory of Leadership. It was developed in 1960 by Douglas McGregor, a prominent management theorist who worked extensively on management styles and how they influence employee motivation and performance. It is part of his Theory X Theory Y, which is defined by having 2 opposing views of workers behaviour which in turn affect the leadership style managers apply in the workplace. Theory X assumes that people are unmotivated and dislike their work, so they must constantly be controlled and directed towards company goals through rewards and penalties. These assumptions are based on physical needs of people and implies that it is the only thing that motivates employees. Leaders that apply Theory X principles tend to micromanage and control their employees in an authoritative leadership style.
[bookmark: _Int_elCKOcE4]On the opposite spectrum, Theory Y argues that people have a natural interest in their work and want to be self-directed and participate in the decision-making process, drawing satisfaction from their contributions. These assumptions motivate leaders to apply a different style of management, trying to integrate the employees' personal goals with the organisational ones and apply a democratic style where employees contribute to the decision-making process. McGregor concludes that theory Y is a better approach to follow as it leads to more satisfaction in the workplace and commitment to the organisation goals (Kurt, 2021). By using Theory Y, a manager will seek input from the team to obtain the best possible solution. The relationship between the manager and team is one of teamwork, mutually agreed separation of roles and responsibilities that will collectively work to achieve goals through the competence of the individual team members as well as their motivation to succeed.
[bookmark: _Int_8cqVO4vZ][bookmark: _Int_EUQVuMgD][bookmark: _Int_VDaA5VeN][bookmark: _Int_niw7xEa0][bookmark: _Int_xeD3jauj]In support of this theory, Herzberg et al., (1960), conducted motivational research studies and published a paper named ‘Motivation to work’ which concluded that beyond psychological factors like safety and social needs, the motivational factors in a workplace are the self-actualisation and self-esteem needs. Herzberg argued that the psychological factors were very short-term needs while self-actualisation and self-esteem are more long term and can be increased through job inclusion and enrichment. Their findings support the assumptions in Y theory that a more democratic and inclusive management would improve the motivation and contribute to the company’s success. Furthermore, Arslan & Staub (2013), analysed the impact of Theory X and Y behaviour in the workplace by looking at small business owner in 2 districts in Turkey, and made the assumption that Theory Y managers will perform better than Theory X ones in 3 criteria: increasing turnover, making innovations, and decreasing overall costs. Their statistical analysis of 115 businesses performance revealed that significant evidence only in favour of the first assumption, while the other 2 could not be confirmed. This indicates that the decentralised and inclusive style of theory Y does bring practical results while more autocratic styles don’t provide any significant benefits in comparison. The drawbacks that become apparent in using this theory are that it doesn’t consider the different types of people which might need distinct approaches towards motivating them. A new employee with minimal experience might not have a good understanding over processes, tasks and could get overwhelmed by being included in decisions above their level of confidence and could benefit more from a more controlled approach to guide them, and even some form of penalty for non-performance. Theory Y fails to provide a more individualised structure that better caters to the individual needs of the employee and offers a simplistic scale of democratic to authoritative style that doesn’t account for the complexity of today’s workplaces and push a leader towards either/or type of decisions limited by the span of theory. Also, a manager would have to be more involved with their team and put in more effort so this style might not be suited for some type of leaders. 
Overall, the best use of Theory Y would be to apply it case by case based on what different workers respond to without committing to the specific style. The democratic aspects of requesting input and inclusion in the decision making, along with the more hands-off approach provide the most benefits to an organisation when they are applied with discernment to the most suited individuals.
The next theory to be analysed is the Adaptive Leadership Theory, a contingent theory formulated to support businesses through uncertain times and challenging business environments. It was introduced at Harvard University by Dr. Ronald Heifetz in his book Leadership Without Easy Answers (1994). They define it as the act of mobilizing a group of individuals to handle tough challenges and emerge triumphant at the end. The model recognises that in an uncertain business world there are some types of problems which cannot be easily defined and for which there are no trained experts or set procedures to deal with. For these situations, an adaptive leader is needed that can help define the problem and mobilise employees to solve it. 
It is based on 4 main qualities a leader must possess: Emotional intelligence to recognise the feelings of the employees and their own and be able to control them and build quality relationships; Organisation justice Is needed from an adaptive leader, who must be fair and open in making decisions and consider other people’s views; Development is a key component of an adaptive leader who can embrace learning and trying new things to foster growth; adaptive leaders also display Character, and are able recognise their mistakes to change course, earning respect of those around them (Wale, 2018). In the 2009 book ‘The practice of adaptive leadership’, Heifetz et al., attempt to put adaptive leadership into practice and start with the realisation that companies that are unable or unwilling to adapt become unviable and disappear. 
Adaptive leaders can step back and look at the entire picture, which will help them understand the entire picture and make better decisions (Heifetz et al., 2009). The benefits of this theory are that multiple opinions are considered, and the entire team’s strength is employed in making the change, without putting the emphasis on respecting the rules which can help a team navigate issues quickly and adapt to new situations. Some real-life examples of leaders who subscribe to this theory include Barbara Humpton, The CEO of Siemens USA, who used these principles the shift Siemens to a flexible work model during the pandemic and empowered workers to explore new areas of interest and growth. Hollie Rickey, President of Gerber Leisure Products, highlights the company's focus on adaptability and innovation. The company sets exceptional goals for the future, redefines work schedules, and eliminates outdated ways of working. They prioritize flexibility and creativity to enhance various aspects of their work (DRG, 2023). Both these leaders managed to navigate tough times and successfully adapt to changes using adaptive leadership.
[bookmark: _Int_z9PN6ghs]Even though the Adaptive Theory fits well with the fast-paced environment of the modern world where change is constant, some limitations are becoming apparent. Firstly, it puts very little emphasis on existing structure and rules, which might not be suited for junior teams, or new members that are not too familiar with bigger picture this theory requires. Also, decisions can be made too quickly, and any change might be seen a good change by leaders who subscribe to this theory wholeheartedly. 
Lastly, the Transformational Leadership Theory, introduced by James McGregor Burns in 1978 and developed throughout the years, emerged as an important leadership style in the contemporary world. According to Burns, transforming leadership is a process in which "leaders and followers help each other to advance to a higher level of morale and motivation" Ideally, it creates positive change in the followers with the goal of developing them into leaders. Transformational leadership improves the motivation, morale, and performance of employees through several mechanisms. These include connecting the employee's sense of identity to the goals and the collective identity of the company, being a role model and inspiring workers, supporting them to take greater ownership for their work, and understanding their strengths and weaknesses, so the leader can align workers with tasks that optimize their performance (Burns, 1978). 
[bookmark: _Int_EpuYHZ9H]Its 4 main components are individualised consideration, where the leader understands that different people are motivated in diverse ways, through inspirational motivation they can hold a unified vision and help employees to gain a stronger sense of purpose Through idealised influence, leaders display moral and ethical behaviour that earns the trust and respect of their team members. A transformational leader might put effort in trying to influence his workers to accept his vision (n/a, What is transformational leadership and why is it effective?). The results of a study on the impact of ‘transformational leadership on work performance, burnout and social loafing’ identified clear benefits in applying this model through fostering motivation, namely that it creates a stress-free environment which is beneficial on employee performance. Leaders can aim to motivate employees based on their inherent interests and things they enjoy. Furthermore, they can improve motivation by recognising contributions and sharing company milestones with the workers (Khan et al., 2020). Overall, this leadership style gives employees autonomy over their tasks and authority to make their own decisions towards common goals. If the leader can inspire people to find better ways of completing goals, they can have teams that have high morale and can get things done even in challenging situations. 
[bookmark: _Int_iSd9l6ag]A study in the drawbacks of this model that examined 130 pairs of leaders from a variety of industries found that transformational leadership practices were associated with increases in emotional exhaustion and turnover intentions. This was caused largely by workers that were unengaged, lazy, careless, apathetic. This study also revealed that transformational leader behaviours of a given leader fluctuated, indicating leaders could behave more transformational at times and less so at others. Another recognised flaw of this model is that it has a lot of potential for abuse of power, exploitation, manipulation as well as creating unrealistic expectations and unattainable standards (Lin et al., 2019). 
[bookmark: _Int_tuwUV0xw]Overall, these 3 leadership models offer important tools for leading and managing a business, though each come with their own drawbacks. From this analysis we can conclude that no single style is preferable over other, instead an effective leader should be familiar with their concepts and use wisdom and discernment in applying them as the situation requires. Some of the most important skills a leader needs to possess relate to principles from the adaptive theory, namely emotional intelligence, organisational justice, and character. These can serve as foundation for a leader in applying principles of different models like theory Y principles where the leader can better discern which employees benefit more from an inclusive approach and which don’t. The motivation factor of the transformational theory can also benefit from a high emotional intelligence in helping leaders manage their energy and can help them make sound decisions both in adapting to new situation and change, as well as preserving and growing existing processes.


[bookmark: _Toc1910071647]Leadership Models at Net-a-Porter

[bookmark: _Int_bwnE17Jr]In recent years, Net-a-Porter leadership has been focused on maintaining the company at the forefront of the industry and part of those efforts have been directed towards managing and improving the workforce. In light of the pandemic, the company has seen its profits decreasing from a peak of 59 million in 2017 to a record 95 million in net loss in 2020, indicating that the company has been affected by the uncertain economic climate. In the last annual report released, for 2021, the company has managed to recover, registering a net loss of 39 million. (The Net-a-Porter Group Limited, 2016-2022). Their full accounts/annual reports from the period before the pandemic reveal employee policies that fit with elements of a democratic style of leadership, like the emphasis on transparency and consultation, achieved by providing several avenues of collecting feedback like companywide meetings, surveys, informal events and staff representatives (The Net-a-Porter Group Limited, 2018, p. 3).
In the year 2020, with the major events that changed the business landscape, Net-a-Porter took several actions to adapt their workforce and stay maintain productivity. Beginning with January 2020, the company introduced their Global Smart Working Policy, which aimed to create a flexible workplace by offering a large part of their workforce to work remotely and establish flexible schedules. Other goals are to guarantee the wellbeing of employees, attract and retain the best talent and ensure a positive working environment, and create a work environment which drives innovation, creativity, and collaboration (YNAP, 2020). This shows a shift towards an adaptive style, and introduction of elements of development and organisational justice, which made sense given the uncertainties the 2020 lockdown brought. Like other adaptive leaders, the company managed to accommodate their workforce and retain them through the crisis. In the case of Net-a-Porter, the rate at which the luxury fashion market moves do not justify a hard emphasis on this theory, as the company also employs around 4500 people in multiple locations across the world so the drawbacks of this style, namely the lack of emphasis for rules and existing structures might have a negative impact in maintaining the workforce coordinated across multiple geographic locations. In support of this approach, the company should provide development programs for their leaders at all levels of management, to improve their skills of emotional intelligence, organisational justice, and character to support them in managing an adaptive environment and dynamic workforce.
The 2021 annual report (p.3) reveals additional changes to the company’s commitment towards their employees. People are deemed a key pillar of the business, and to succeed they monitor employee performance and focus on developing the most talented people. The company also ensures that they share common values which inform and guide workers behaviour to achieve organisational goals. These factors indicate additional considerations in company’s leadership strategy and introduction of transformational leadership elements and attempts to transform more of their employees into leaders and align them with company goals through influence and examples. Their financial performance has improved in 2021 and even though revenue declined by 8% the company achieved a net loss of 39 million pounds, it was an improvement from the 95 million loss the previous year. This improvement can be attributed in part to the changes Net-a-Porter made within the organisation, which improved their efficiency and decreased costs. It can be said the company benefitted from the changes it made towards improving their workforce.
A careful consideration should be given to the potential of abuse of this policy, as development are offered to the most talented people based on performance. If the requirements for this approach are not clearly defined, it creates the potential of manipulation and setting of unrealistic expectations at various levels of the organisation.



[bookmark: _Toc2088682277]Conclusion and Recommendations

In conclusion, this report examined the key responsibilities of leadership in the workplace, assessed leadership models, and reviewed Net-a-Porter's leadership styles and their impact on the company's resilience and success. The Y Theory of Leadership, Adaptive Leadership Theory, and Transformational Leadership Theory were evaluated, each with its advantages and drawbacks. The report found that each model offers distinct advantages and drawbacks, and no style is superior in every situation. Therefore, an effective leader should possess skills from multiple models and adapt them based on the situation and individuals involved. Due to the challenges presented by the pandemic and recent events, Net-a-Porter's leadership style shifted, and new elements introduced on transparency, flexible working, and employee development reflects a transition toward adaptive leadership principles. Additionally, the move to recognize employees as key pillars and foster common values signals a shift toward transformational leadership elements, focusing on motivation, shared vision, and aligning personal and organizational goals.
Moving forward, the Net-a-Porter can continue to improve its leadership strategies, by considering the following recommendations: the company should prioritise improving the emotional intelligence and character building of its managers. It can be achieved through workshops, coaching, and training programmes that focus on understanding and managing emotions, promoting better communication, and building stronger relationships within the company. Mentorship programs where experienced leaders guide and coach junior employees can help in the development of character traits like humility, self-awareness, and accountability, fostering a culture of transparency and openness. Transformational leadership can be nurtured by promoting individuals who are good at inspiring and motivating their teams. To increase employee engagement, the company may encourage leaders in sharing milestones, success stories, promoting employee engagement.
By implementing some of these recommendations, Net-a-Porter can position itself to navigate uncertainties effectively, foster innovation, and the company can continue to thrive in the competitive luxury fashion market.










[bookmark: _Toc2072588385]Task 2: Reflective Essay

[bookmark: _Int_i1iOSxoQ][bookmark: _Int_bqlkPuXJ]This essay provides a review of my experience studying the module Emergent Leadership Skills for the Workplace and critically reflects on my leadership style and abilities as an emergent leader. In order to review the leadership skills I acquired during this module, Gibb’s reflective cycle is used, as I find the steps in this model useful to make a systematic evaluation on my experience.
My goal in the professional world is to build a business that can sustain itself and provide a valuable service to the society. As a leader, I aspire to direct my own vision and inspire others to join me rather than to work in implementing others vision. I found this module particularly interesting because it provided me with useful skills and tools that I find important for my personal goals and aspirations. During this module I learned some important lessons which enabled me to gain a deeper understanding on the dimensions of leadership and how it can contribute the most to the success of an organisation. 
[bookmark: _Int_Hat4WB8Q][bookmark: _Int_XXUwzhk1]The lectures of week 3 and 4 regarding the 2 opposing theories of Douglas McGregor, Theory X and Y and task or relationship orientation were especially revealing to me. Theory X conveys an authoritative style while theory Y refers to a democratic one. Along the same lines, leaders can be focused more either on tasks or relationships. During these lessons I couldn’t help but identify with the characteristics of a task-oriented leader and see that my behaviour falls in line more with an authoritative style of leadership that is based on tasks and control over the process, rather than the relationships between people involved. I considered that in the business world there is no place for feelings and emotions and decisions must be sober and effective even if it's at the detriment of relationships.
[bookmark: _Int_nKIZ8xOL]Another important lecture involved creating a vision and how it can inspire others to follow the common goals. I saw vision more like a strategic plan for the future constructed in a very technical manner based on the past performance and current situation. For me vision was more like a declaration of goals and a way to keep everything moving towards them. In week 7 of the course, I gained a better understanding on what vision is and that it emphasises ideas and beliefs based on values that serve more than a simple roadmap for future goals.
Even though I held these views, I would not have considered myself an adept of an authoritative style specifically, but rather that I am more adaptive and flexible. This lesson was revealing to me because it showed me clear delimitations between types of leadership and helped me understand how each style affects an organisation as well as what type of leader I am. It also made me understand that there is a difference between managing a group of people and leading them, and a leader concerns himself with the people he is leading more than the practices. In the context of today’s business world, the approach I was applying can be considered archaic and I must improve skills that enable me to foster collaboration and help me build relationships, while also letting go of a need to maintain control, so I can allow other to share responsibility. Going forward I will focus on motivating through cooperation and the people involved in the process and improve democratic skills by focusing more on the relations rather than the tasks and try to motivate by inspiring people rather than direct them.
[bookmark: _Int_aGGTVXMz][bookmark: _Int_qFlJzl6h]As an emergent leader, ethical considerations are especially important to maintain a healthy and sustainable business. The ethical leadership questionnaire poses 10 hypothetical questions to help develop an understanding of my ethical leadership style. Based on the results of this questionnaire (Appendix 1), my highest score was in the category of Justice Ethics, which indicate a strong inclination towards making decisions that are fair for everyone involved. The second highest score in the duty ethics area suggest that I also put an emphasis on moral rules and fulfilling obligations. Considering my experience thus far and the ethical perspective I resonate with, I recognise that my strengths as a leader are being fair and equitable, treating others with respect and 
[bookmark: _Int_Zl7KLjlU]I see these as important factors that can contribute to a healthy organisational culture based on ethical decision making and create a sense of cohesion and a fair framework of principles, which will support my goal to build a sustainable business that can bring value to society. I also consider that my focuses can contribute to productivity in a workplace.
On the other hand, my lowest scores were in Caring and Egoism ethics and indicate areas of further development. As the questionnaire suggests, a capable leader has a more balanced approach towards all the ethical dimensions and incorporates more principles in their ethical markup. This shows that I have areas that need improvement and I personally think I would benefit from putting a stronger emphasis on caring ethics.
[bookmark: _Int_WUf2cmf1]In light of a clearer picture of my style of leadership, and the previous report regarding how Net-a-Porter navigated the challenging business world in recent years, I considered I would have performed poorly if I were in any position of higher management, and I would have been a liability to the company. The reason for this is that I would have been much to focused on tasks and results instead of people in a time where results were poor for everyone and the most important resource of a company which are its people would have needed the utmost attention the company could give.

 












[bookmark: _Toc1686331768]Appendix
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