Emergent Leadership Skills in the Workplace 
BMSW6101
Shipa Begum
1715946
Dr. Eric Osei 
26/07/2021




[image: Five Traits to Power Up your Artistic Leadership Skills]
















Table of Contents
Introduction	3
Leadership vs Management	4
How to Understand the Difference?	5
Leadership styles	6
Authoritarian management style	6
Democratic management	7
Stephen and Martin’s Leadership Style	10
Transformational Leadership During Uncertain Times & Challenges	11
Components of Transformational Leadership	11
Challenges of Transformational Leadership (Tesco)	12
Successful Traits That Transformational Leaders Can Adapt for Successful Outcomes:	13
Conclusion	13
Task 2 – Part 2: Reflective Report	14
Introduction	14
Reference	17




















Task 2: Part 1
[bookmark: _Toc78109022]Introduction

The main purpose of this report is to assess the leadership styles of employees working in Tesco, as well as some constraints that transformational leaders face in uncertain times and possible solutions to those challenges. Research will be conducted to support the case study within the report.

A case study on Tesco is included within the report, demonstrating the various leadership approaches Stephen and Martin adopt in their respective roles. Stephen and Martin will evaluate a number of factors, including the work, the team, and tradition before deciding on a leadership style. The leadership styles of Stephens and Martin will be addressed in greater depth later in the study.

The analysis will be divided into a number of sections, each of which will outline Leadership and Management as well as their distinctions. Secondly, four Leadership styles will be presented, along with their benefits and drawbacks, as well as arguments as to why Tesco employees should embrace successful characteristics. An examination of transformational leadership in uncertain times and the importance of strategic changes in the workplace will be discussed, Finally, a reflective report on myself during the course of this module will be presented. 













[bookmark: _Toc78064922][bookmark: _Toc78109023]Leadership vs Management 

Management and Leadership are not identical. The primary distinction between the two is that leaders have followers, whereas managers have employees who essentially work for them. Kotterman (2006) indicates leadership involves motivating others to understand and believe in the company's vision, as well as collaborating with them to accomplish goals. While management is more about overseeing the task and ensuring that the day-to-day operations are carried out as planned.

Leaders prefer to recognize progress and motivate others, whereas managers implement strategies, evaluating company performances and possible weaknesses. According to Welch and Welch (2005) an effective leader develops a vision of what the organization can accomplish and tries to inspire and engage his or her employees in making that vision a reality. They examine what people can do and how they can contribute to a broader cause, rather than seeing people as a collection of skills. Similarly, a business leader recognises that a well-functioning team may do considerably more than individuals working alone. 

Every organisation needs to harness passion and vision with disciplined processes. For an organisation to achieve strong results both are important, a well-balanced organisation needs strong leaders and managers who are dedicated to get their team on board with working towards their vision of success. Algahtani (2014) notes without effective management abilities, a leader's vision may become unrealistic. For instance, with good management and poor leadership the team will lack motivation to pursue goals. Therefore, organizations require effective management who can plan, organise, and coordinate their workforce, and leaders who can inspire and motivate individuals to achieve their maximum potential. Despite the fact that they are not the same concept any attempt to split the two within a company is likely to create more challenges than solutions.



[bookmark: _Toc78064923][bookmark: _Toc78109024]
How to Understand the Difference?
Toor (2011) suggests both managers and leaders must recognize the core differences between them in order to understand what they must do and to attain excellence in doing it, knowing how the roles differ and where they may overlap is very crucial. Managers, for example, will concentrate on planning, monitoring, and attaining goals through situational control in order to meet or exceed their organisation’s goals. Leaders, on the other hand, will concentrate on defining those objectives and inspiring people to accomplish them. 

	MANAGER
	LEADERS

	gives direction
	ask questions

	hold authority
	has followers

	tells you what to do
	Is motivational

	has good ideas
	creates change

	exercises power
	makes heroes

	reacts to change
	develops power




Example 1 of a Leader: Martin Luther King Jr. 

Huggins (1987) example of a positive leader is Martin Luther King Jr. was an American Baptist preacher and activist who was a leader in the African-American Civil Rights Movement from January 15, 1929 to April 4, 1968. He is well recognised as a leader for his peaceful civil disobedience based on his Christian beliefs in the development of civil rights, people followed him because of the positive changes he created and the questions he asked demonstrated his skills and inspired his followers. 

Example 2 of Management: Bill Gates 

Shah and Mulla (2013) provides an example of a top manager in Bill Gates who was the founder of Microsoft, the world’s largest PC software company, and each year he is consistently near the top of the list of the world’s wealthiest people. Over the years, Gates slowly transitioned away from Microsoft and into philanthropic ventures. His foundation, the Bill and Melinda Gates Foundation, is working to provide clean water and sanitation to third-world countries. Gates holds authority in his company and orders people what to do and gives direction he has the final say in terms of what changes needs to be implemented.
[bookmark: _Toc78064924][bookmark: _Toc78109025]Leadership styles
There are as many approaches to leadership as there are leaders, from Lewin’s Leadership Styles framework of the 1930s to the modern styles of leadership including transformational, agile and transactional leadership styles. Developing awareness of frameworks and styles can enhance your approach to be a more effective leader. Business people have developed useful frameworks that describe the main ways that people lead. When the framework is understood, it is possible to establish one's own leadership style, which has a lot of advantages such as providing direction, implementing plans and motivating people (Lewin, 1930). Leadership is based on a variety of ways, and your personal style will most likely be a blend of them, depending on your preferences, your people's requirements, and the scenario you're in.

Four leadership styles have been discovered, along with their definitions, advantages and disadvantages. 

[bookmark: _Toc78064925][bookmark: _Toc78109026]Authoritarian management style

Autocratic leaders make choices without involving their team members even if the feedback is valuable. The authoritarian management style is characterised by strict command and control. Authoritarian supervisors are noted for displaying strong power and demand complete allegiance from their subordinates (Choi, 2007). A well-defined hierarchy and reporting system are all part of this management style. Employees would be aware of their responsibilities and who is in charge of what. To be an effective authoritarian leader you must be willing to stay on top of your team’s work at all times and make all decisions efficiently. 

Example of Authoritarian Leadership – Bill Gates is an example of a constructive authoritarian leader according to Shukla and Bhagat (2013). Gates had a well-thought-out corporate strategy. People found his proposal difficult to understand until it became a reality and Microsoft became a household name. Gates couldn't trust his staff to make judgments on their own ability without having to discuss it with Gates first and what he was thinking, that is why he led his team with clear guidelines, implemented procedures that minimised mistakes, maintained all decision-making authority.


Pros 

When you need to make choices quickly and the involvement of a team isn't required for a successful end, an authoritarian management style may be effective. Furthermore, if you have a new recruit or an inexperienced employee, an authoritarian style may be beneficial because they require a lot of supervision and coaching, as well as being instructed how to do things, reducing mistakes.

Cons

An authoritarian approach can easily result in poor work environment and increase employee turnover rate. For example, taking too much control can lead to micromanagement, which can drive away employees. In addition, maintaining complete control over all decision-making can reduce group input and employee creativity and innovation. 

[bookmark: _Toc78064926][bookmark: _Toc78109027]Democratic management

Democratic leaders follow a concept based on the idea that two heads are better than one, and that everyone, regardless of position or status, has a voice. The goal is for team members to contribute their ideas and take part in decision-making. As a result, team members feel included, involved, and encouraged to participate, as well as a sense of ownership, despite the fact that the leader will typically have the final say.  You as the leader seek out and consider recommendations of your team before making decisions (Bhatti et al, 2012).
‌
Example of Democratic Leadership - Dalio is the founder of Bridgewater Associates, the world's largest hedge fund and a global pioneer in institutional portfolio management. Dalio fosters independent thought and encourages all employees, no matter how new or junior they are, to submit ideas. Dalio (2017) proposes a notion in which the best idea wins, regardless of who came up with it. He believes that his success is due to the participation and motivation of his employees, which has led to the organisation's success. 






Pros

Having a democratic leadership style makes your employees feel respected and valued. It also increases employee motivation and job satisfaction.  By asking their input for decision- making it encourages use of employee creativity in which high levels of productivity can be achieved. Furthermore, because two heads are better than one, you’ll be able to come up with better and faster solutions and achieve better outcomes. 

Cons

The most major drawback of democratic management is that it becomes time consuming if you’re in a situation where your seeking the opinions of the team members. You may find yourself under pressure because a decision must be made immediately. In addition, leaders have a high probability of being apologetic to employees when they perceive you’re not taking their suggestions forward. 

Laissez-faire 

Leaders allow their employees a lot of leeway in how they carry out their duties. And the manner in which they set their deadlines. They offer assistance, resources, and guidance, when necessary, but otherwise they stay out of everything. This freedom can result to a high level of job satisfaction if team members are competent, take responsibility for their individual work. 

Example of Laissez-faire leadership 

Francis (1978) provides a clear example of a constructive laissez-faire leader. Our 31st president Herbert Hoover. He used this hands-off leadership style when the First World War broke out to prevent panic throughout the economy. He trusted his team and their experience to reduce consumption and avoid wartime food rationing, despite having no experience in elected office and relying solely on engineering expertise. Hoover campaigned a platform of economic prosperity, promising to encourage businesses to enhance the quality of the country’s agriculture. He was a huge success with this leadership style, easily defeated his Democratic opponent in the election. 



Pros

Employees with more experience can take advantage of their skills and experience, resulting in higher job satisfaction and productivity. Furthermore, delegative leadership fosters a pleasant work environment by embracing innovation and creativity. 

Cons

This autonomy can be problematic if team members do not manage their time properly or do not have the knowledge, skills, or self-motivation to do their work effectively. As a result, it can have an impact on team morale and productivity.

Transformational leadership

Nanjundeswaraswamy and Swam (2014) defines transformational leadership is a method that leads to change in individuals and social systems. It encourages followers to change, with the ultimate goal of growing followers into leaders. Through a variety of mechanisms transformational leadership improves the motivation, morale, and performance of followers. These include implementing follower’s sense of identity within the organisations mission and value system. In addition, transformational leaders are role models for followers, they inspire, challenge followers to take greater ownership for their work, and understand the strengths and weaknesses of followers in order to align followers with tasks that optimize their performance. 

Pros

A significant advantage of transformational leadership is that it values each and every individual. Instead of delivering instructions, transformational leaders see their followers as peers, each with their own set of abilities and experiences, and instead of giving orders, they coach and motivate them to reach their full potential. Participants are motivated to work harder and remain with the company as a result of the assistance they receive. 

Cons

While some individuals perceive transformative leaders as a source of inspiration, others see them as a constant source of pressure. Transformational leaders place a high value on living and breathing the company's culture and principles. As a result of the constant pressure in taking pride in the company's achievements, some employees may become demotivated or burnt out.
[bookmark: _Toc78064927][bookmark: _Toc78109028]Stephen and Martin’s Leadership Style

Stephen demonstrated a democratic leadership style in the Tesco case study that was presented. He believed his employees would respond better to this method. For example, when Stephen was organising a large-scale stock reduction campaign, he requested his managers to submit suggestions so that a strategy and plan could be developed. This not only raised team morale but also fostered creativity. However, Stephen recognises that some situations, such as an accident in the store may be business critical. As a result, Stephen would take full control of the situation in order to guarantee that it is handled quickly and efficiently in which Stephen will take an authoritarian approach at this stage.  

Martin follow’s a ‘I share’ philosophy when it comes to training budgets. Martin also takes a democratic approach in which choices are made in groups, with equal involvement from each team member. Managers can propose cost-cutting suggestions and discuss them with Martin in a group setting. Martin believes by empowering his managers, he can encourage them to take ownership of the final agreed budget. Martin may assign budget planning to an experienced departmental manager, believing that the manager has a thorough understanding of the department's and company's needs. On the other hand, when something needs to be done in a precise way in a limited amount of time Martin switches his style to a more authoritarian approach. He advises managers what has to be done and when it needs to be done by so that they can resubmit their budget in accordance with expectations. 

Different kinds of situations are faced by people at various positions. Each has its own set of time constraints and commitments. These circumstances will have an impact on the most appropriate leadership style one decides to demonstrate. 
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Transformational Leadership During Uncertain Times & Challenges 

In a constantly changing world, businesses and customers are discovering that they must adapt swiftly to suit the needs of their changing environment due to challenges and uncertainty brought on by COVID 19, and agility has become a primary priority. Large organizations such as Tesco can only remain relevant and achieve short-term and long-term success, including sustainability by adopting a leadership strategy that responds to the changing needs of their environment. To improve Tesco's organisational outcomes, transformational leaders, need to connect with their people to create effective change. They must concentrate on aspects like collaboration, empathy, and flexibility for ultimate success. 

Furthermore Bass (1999) indicates transformational leadership is a good fit for taking an organisation out of a crisis, that the principles are well-suited for today’s fast paced, diverse workforce. Furthermore, strategic transformation is fundamental because it allows organisations to align their strategy with changes in the industry and external change for long -term prospects and combining different approaches can only enhance successful outcomes.  

In addition, transformational leaders know how to encourage, inspire and motivate employees to perform in ways that create meaningful change. The result is an engaged workforce that’s empowered to innovate and help shape an organization’s future success. Transformational leaders are more concerned with encouraging organisational engagement that can help move the vision forward, than making decisions or formulating strategic plans. Jensen and Chaudhry (2020) indicate in practise, there are four main components to this style:

[bookmark: _Toc78064929][bookmark: _Toc78109030]Components of Transformational Leadership

1.Idealised influence – leaders are role models for their followers because they engage in high standards of ethical behaviour, they are considered doing the right thing. They are deeply respected by followers, who place a great deal of trust in them. 
2.Inspirational motivation – leaders are optimistic about follower ability to meet goals and they always provide meaning through showing the importance of all duties and responsibilities. They encourage followers to invest more effort in their task and to be optimistic about the future and invest in their own abilities. 
3.Intellectual stimulation – Is the extent to which leaders challenge assumptions, take risks and solicit followers’ ideas. Leaders encourage followers to think out of the box and empowers followers to think for themselves so that they can become self-sufficient.
4.Individualised consideration – is the degree to which a leader goes to cater to the needs of each follower and acts as a mentor, coach, or guide to them. This type of leader empathises with each person’s situation and needs by listening to their and then provides solutions and support.

[bookmark: _Toc78109031]Challenges of Transformational Leadership (Tesco)

According to Rahman and Uddin (2012) the life of a modern -day leader clearly is not easy. Inside their organisation they need to lead and motivate a diversified group of people. Internally and externally, they face a complex global environment in which they have to manage the requirements of the government, keep up with competitors and meet the expectations of its stakeholders. And within this global environment there are many cultural considerations they must also face to be effective. 

Example – Following the emergence of COVID-19 transformational leadership have been confronted with many challenges to every part of the business whether it being from making rapid structural changes, to pricing, to recruitment to EU exit and climate change. An example of this was during the height of crisis when Tesco's online grocery shopping capability had expanded due to the pandemic, with over one million online orders each week this lead to Tesco hiring nearly 50,000 more temporary workers to support its workforce across all its operations. Another challenge was when there was shortage of products due to the borders being closed these meant delays in deliveries. In addition, pricing on certain products had also increased which had impacted customers shopping habits. 

Uddin and Ferdous (2020) conclude to avoid failure, the organisational structure internal and externally has to alter effectively in order to become more agile and flexible in response to external and internal challenges. In affect transformational leaders will be unable to inspire and encourage their people and make all the necessary amendments if they are unable to quickly grasp the changing situation. Employees must be shown that the existing structure is unsustainable and that their long-term success depends on change internally and externally. 

[bookmark: _Toc78064930][bookmark: _Toc78109032]Successful Traits That Transformational Leaders Can Adapt for Successful Outcomes:
Konorti and Eng (2008) state transformational leaders thrive in difficult times by converting crisis into developmental challenges to promote adaptive solutions and encourage problem solving. For example, they can reduce feeling helplessness amongst the team by looking beyond their self-interest of the future, emitting optimism and enthusiasm about getting there.

1.  Develop self-awareness. 
Take some time to think about what you want to achieve on a daily or weekly basis.
2. Open minded 
Gather regular feedback and ideas from a range of sources before making strategic change
3. Adaptability
Understand changing business dynamics and find ways to stay ahead and be innovative 
4. Proactive
Entrepreneurs don't wait for things to change instead; they take the initiative and make decisions which set the standard for everyone to adopt.
[bookmark: _Toc78109033]Conclusion

Leadership is widely held to be essential for social and organizational functioning and success. We can establish that leadership is the ability to guide a group of individuals toward a common goal. Individuals can apply their leadership attributes and successful traits for successful outcomes. The best leadership style is determined by the situation as well as the leader’s personality. Understanding the various types of personality preferences can help you develop a leadership style that will increase your chances of success. It has been discovered that a leadership style does not have to be inborn rather it can be developed.  
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[bookmark: _Toc78109035]Introduction 

This report is a reflective essay that will examine my learning experiences during this module, as well as how it has helped me develop during this term and in my current employment. The Gibbs reflective cycle will be used to reflect on my learning. The report will discuss six components such as description, feeling, evaluation, analysis, conclusion followed by an action plan.

Description

Our lectures have to be held at home due to COVID 19, with four-hour on-line sessions once a week. The group comprised 14 students from various backgrounds. The lecturer provided various topics related to emergent leadership each week. Our lecturer urged us to engage and participate in class discussions each week in order to gain a better knowledge of our perspectives on the issues being covered. Furthermore, as part of the assignment, I delivered a 5-minute presentation on my leadership style as well as a 2500-word essay on different leadership styles and its challenges in uncertain times, with also a case study on Tesco’s leadership being the subject for analysis.  

Feelings

When I first started this semester, I was really apprehensive because I was placed in a different group since I took some time off from studying. I lost my confidence because I didn't know anyone. My colleagues, on the other hand, made me feel welcome, which boosted my enthusiasm, and before I knew it, I felt part of the team. Furthermore, I was looking forward to the module that I was going to be studying because it was a topic that included features that would benefit me in my current position as well as any future positions that I take on. I realised immediately that this module would encourage me to think deeply about my own leadership style and attributes, as well as lead me down many avenues and solutions to difficulties I'd face as a leader. Likewise, the philosophy and leadership styles described helped me realise how critical it is to follow specific leadership styles and the effects they have in certain situations. It's helped me understand that in order to become a good leader, I need to imitate successful attributes. 


Evaluation

Although I was apprehensive about the entire online class, looking back, it was not as dreadful as I had imagined. I participated in these sessions in the same way that I would in a classroom setting, and I got the same result. I had a lot of fun giving my 5-minute presentation, even though I had some difficulties uploading it. Eventually, I was able to fix the problem. The feedback I received from my presentation has helped me to reflect on it and make improvements in the future. It would have been a great learning experience if I could have presented it in front of the entire class, but I understand that wasn't possible due to the Covid 19. I was able to absorb a lot from this leadership module, which I have already put into practise at work, and I'm already getting positive feedback, which is incredibly motivating. 

Analysis 
To date, this module has been very interesting, and I have thoroughly enjoyed it because it has taught me a great deal about my own leadership style and qualities. This lesson was intriguing because it explored many leadership styles and traits from well-known leaders. This learning experience has given me a better understanding of the scope of leadership. For example, I've been able to apply this information in my current work, where I've always been a democratic leader but now, depending on the situation, I vary my leadership style and become autocratic when necessary.

Action Plan

In the future, regardless of my position within the team, I want to be more self-aware and proactive in dealing with problems that arise. This includes addressing the needs of my peers who may not have the same abilities as me, as well as ensuring that I use a variety of communication channels to be aware of their specific needs. I will continue to study professional theories and models in order to guide me in my professional and personal life. I will also strive to consistently and confidently use the principles and values in my daily activities.

Conclusion 

From this experience, I am more aware of the relevance of leadership styles and how they might influence the overall result. I recognise that leadership styles vary depending on the scenario, and that you may need to mix and match when necessary to get a positive outcome. Furthermore, I have come to terms with the challenges that a leader would experience, but by exercising successful attributes a leader can overcome these challenges.
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