“Leadership is, most fundamentally, about changes. What leaders do is create the systems and organizations that managers need, and, eventually, elevate them up to a whole new level or change in some basic ways to take advantage of new opportunities”. John P. Kotter

1. Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.    
We agree with the argument that flexibility is key to effective leadership, but it can be scrutinised depending on where we work. Particularly in the cruise ship industry, we observed that the autocratic style is the only model for success. According to Kloefkorn S. (2017), leaders must be adaptable and effortlessly switch from one leadership style to another to adapt to the ever-changing needs of organisations and employees. "Situational leadership is not something you do to people, but something you do with people". Blanchard, K. (2000).
Blanchard, K. (2000) asserts that the traditional leader no longer exists. Today's leaders cannot rely merely on exerting their authority; they must adapt their leadership styles to organisational and employee situations. 
 
Questionnaire and leadership style
 
The questionnaire results (Appendix A), under 16 points, show that the writer of this assignment has a moderate democratic style of leadership, which is correct in many senses for the organisation that he works in today. However, it feels that the leadership styles questionnaires do not reflect the whole personal leadership styles. It is mainly about how we feel in the moment of our leadership style, but the result would not apply to our different experiences with different people.
 
Autocratic leadership experience of working on a cruise ship.
 
Working in restaurants on board cruise ships, we have to maintain an autocratic leadership style because of the level of the operation. We can criticise the situational model proposed by Blanchard (2000), because in the cruise ships' working environment, the organisation is hierarchical and pyramidal, according to Vukonic, D. (2016), with functions and responsibilities shared among numerous shipboard ranks. Every department on the ship has its hierarchical pyramidal structure. 
The site Indeed (2020) indicates that if restaurant managers are responsible for ensuring their workers provide excellent customer service and meals to customers. Their tasks include personnel training, an inspection of product quality, and customer interactions if required, then autocratic leadership enables restaurant managers to uphold high-quality standards and enhance the customer experience. Nevertheless Jones, S. (2017) believes that 'It is more of an autocratic leadership style on a ship, but if you behave like an autocrat ashore, you will not succeed in building a successful team'. People are trained to be obedient and docile by coercive leaders. Although goal-oriented, authoritative leaders disregard their subordinates' initiative, they prefer that individuals obey their directions. Various research has demonstrated that autonomy is a desirable employment asset. It enables individuals to organise their work, make independent judgments, and manage job execution (Hackman & Oldham, 1976). 

Restaurant and leadership onboard and ashore

Working on restaurants on board cruise ships requires a high level of operation. A team of Food and Beverage workers, from the Maitre’D, to head waiters, waiters and assistant waiters, must deliver high standard of service. The process of this service is one, and one only, and we must follow specific rules for breakfast, lunch, dinner and midnight buffet. Micromanagement is very strong, and a well-paid job, making sure that the rules are followed all the time. Management and human resource department work closely together, if employees do not follow orders, they have two yellow warnings, and one red warning would mean expulsion of the company. 
Autocratic is a strong style of leadership, but if proven a successful way of working, then job satisfaction is high too. We observed that on board cruises are more managers than leaders, leaders would be right at the top of the company, where lower skilled employees maybe never interact with. Nevertheless, we noticed many informal leaders. Indeed (2021) Indicates that “Informal leadership refers to an individual's ability to be perceived as a leader because of their reputation, credibility and influence in the workplace. Individuals within an organization view informal leaders as worthy of following or listening to”.  
We must agree with Wolfgang, L. (2009), who indicates that leadership on cruise ships is a unique topic that encompasses a variety of deviations from typical work situations. The breadth and depth of the unique challenges in the cruise sector make it essential to comprehend leadership aboard a cruise ship in this context, which is why other leadership styles would not work onboard. An ashore restaurant should have an autocratic leadership style, as workers require to fulfil specific duties on their roles. Nevertheless, it cannot be completely autocratic, they must listen to their workers because if they are not satisfied with their jobs, they could easily leave and find another work where they feel more comfortable. While working onboard, employees must follow orders, and if they disagree, then it is difficult to leave their workplace, as they basically live where they work.
Vukonic D. (2016) explain that due to the size and number of people on board, the leadership of cruise ships is hierarchical and cooperative. Cooperation between departments at all organisational levels is required for the ship to operate efficiently and safely. Captain, engine department, hotel department, entertainment department, and human resource department must be trained in crowd management control because safety always comes first. From then on, every department must deliver the required standard of service, added Vukonic D. (2016).

Working under autocratic leadership
According to Lewin K. (1930), the most effective form of leadership is autocratic, followed by democratic; the laissez-faire leadership style is the least productive of the three. 
Lewin K. (1930) indicates that autocratic leadership offers greater clarity, swift decision-making, enhanced crisis management, and better productivity among low-skilled teams. Therefore, it is easy for low-skilled crew members to follow orders, especially in the restaurant environment, as they need to follow orders to fulfil the role.
 
Democratic leadership of working for a non-profit organisation

Having a moderate democratic leadership style (Appendix A) while working for a non-profit organisation, it is a good fit because having the right skills that are required for the job produces job satisfaction. 
According to Taliento and Silverman (2005), non-profit strategic leaders consider the following strategies: 
Reduced extent of authority
A more comprehensive range of stakeholders, 
The need for metrics to track performance
Greater emphasis on communications
Limited resources and skills. 
 
For the vision and purpose of a non-profit organisation to be effective, it must integrate its culture and be assessed internally and externally. Internal evaluation concerns how the organisation is perceived by its members. External evaluation including all stakeholders is advantageous since it provides a unique perspective (Dimitrios et al., 2013).  
Drucker (1990) asserts that the distinctions between companies and non-profit organisations are most significant in managing people and relationships.
We agree with Chambers and Edwards-Stuart (2007) list of qualities of successful leaders in the social business sector, including; integrative and speculative thinking; drive and perseverance; a strong value-base; concentration, and networking. Cormack and Stanton (2003) propose a considerably more extended list of attributes, including enthusiasm, a strategic perspective, networking and influencing, personal humility, motivating a team, resilience, self-confidence, being a visionary and inspiring communicator, and other decision-making.
A leader who focuses on communication, culture and connections is suited for non-profit organisations that embody collaboration with other non-profits and community people. Before making decisions, a facilitative leader seeks consensus on a topic; this leadership style appropriate for big boards of directors or volunteer groups. Like a democratic approach, this management style has the disadvantage of a lack of promptness; a facilitative leader will struggle to make choices quickly.


Characteristics, pros and cons of democratic leaders and authoritarian leaders

According to Indeed (2022), democratic leaders are:
Encourage group members to contribute their thoughts: the leader solicits and evaluates employee input. Engage members of the group: The leader engages members and encourages them to engage others. The leader wants staff to feel confident in their ability to complete duties without supervision. The leader fosters and recognises the team's innovative thinking. 

Pros of democratic leadership 

Enhanced job satisfaction and dedication 
When employees feel included in decision-making, they feel more appreciated by their employer. This sense of significance can result in increased productivity and business loyalty, reducing employee turnover. 
 
Increased creativity 
Open dialogue fosters creativity and innovation. The newer ideas are shared, the more existing procedures may be enhanced and modernised. 
 
Promotes multiple solutions 
When the decision-making process needs collaboration and various perspectives, more potential options are discussed. The group can assess additional facets of a project and find solutions that better meet the organisation's needs. 
 
Less absenteeism 
Employees who are more satisfied with their work are more likely to miss work. When employees feel valued, they are more likely to meet deadlines and work extra hours to complete tasks and contribute to the success of their teams and companies. 
Greater cohesion 
Participating in the decision-making process helps strengthen the company's mission. It contributes to increased group cohesion. Everyone is a part of the group's choice and comprehends its reasoning. They are aware of working toward a common objective. 

Relationships based on confidence 
When both employees and management have equal decision-making authority and access to the same information, their trust level rises. Each group member is aware of the reasoning behind their leader's decision and does not need to challenge them. 
Cons of democratic leadership: 

Slower decision making 
It may be more difficult to make quick decisions when everyone is involved in the decision-making process. The time required to prepare for meetings and conversations can be damaging to a business when prompt decisions or strict deadlines are required. 

Decreased efficiency 
Some workers are less effective under democratic management because they dislike making decisions. Additionally, they may believe that they work harder than the leader. 
 
Overloaded leaders 
When a team agreement is required, this leadership style can take more time and effort. This additional labour may contribute to missed deadlines and leader exhaustion.

Autocratic leadership characteristics, pros and cons.

 According to Cherry, K. (2022), the characteristics of an autocratic leader are:
 
The autocratic style typically has a negative tone, certainly, if overdone or applied against the incorrect groups or circumstances. In certain circumstances, however, autocratic leadership can be advantageous, such as when decisions must be taken swiftly without consulting a large group of people. 
 
Some projects require great leadership to be completed efficiently and swiftly. When the leader is the most knowledgeable member of the group, an autocratic approach can facilitate swift and effective decision-making. 
The autocratic style of leadership can be advantageous in the following situations: 
 
Provides Direction 
 
When leadership is weak in small groups, autocratic leadership can be effective. In such circumstances, a strong leader with an autocratic style might assume control of the group, delegate responsibilities to individual members, and set firm deadlines for the completion of projects. 
These types of group projects typically perform better when a single individual is assigned the role of leader or undertakes the task independently. 
By creating clear responsibilities, allocating tasks, and establishing deadlines, the group increases the likelihood of completing the project on time and with everyone contributing equally. 
 
Relieves Pressure 
 
This leadership style can also be utilised effectively in high-pressure situations. In highly stressful situations, such as military battles, group members may choose an autocratic leadership style. This helps group members to focus on completing specific tasks without having to make difficult decisions. This also permits group members to become highly proficient at doing specific tasks, which eventually contributes to the group's success. 
 
Provides Structure 
 
Construction and manufacturing can also profit from the autocratic style. 
In these circumstances, it is crucial that each individual has a task, a deadline, and regulations to follow. 
 
Downsides 
 
There are numerous occasions in which autocratic leadership can be detrimental, despite the fact that this leadership style can be advantageous at times. 
People who abuse an autocratic leadership style are frequently perceived as dominating, authoritarian, and bossy. 
This can occasionally result in in-group member resentment. 
 
Members of a group can wind up feeling as though they have no voice or say in how things are carried out, which can be especially troublesome when competent and talented team members feel as though their expertise and contributions are diminished. 
 
Due to the fact that authoritarian leaders make choices without consulting the group, group members may detest being unable to submit suggestions. Researchers have also discovered that authoritarian leadership frequently results in a lack of creative problem-solving, which can eventually hinder the performance of the group. 
 
Autocratic leaders have a tendency to disregard the expertise and information that group members may contribute to a problem. In such circumstances, failure to consult with other team members hinders the success of the group as a whole. 
 
Damages Morale 
 
In rare instances, autocratic leadership can also lower the group's morale. People tend to be happier and perform better when they believe they are contributing to the group's future. 
Since authoritarian leaders often prohibit team member involvement, followers begin to feel unhappy and constrained. 




                      
2. Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance       
The Action Centred Leadership offers three factors interconnected, but if one of the factors fails then the whole task is affected. 
Adair J. (1973) proposed that working groups or teams acquire a personality that, as an individual, is distinct and situation-dependent. 
Nonetheless, the analogy persists in that groupings, like individuals, share certain shared "needs." 
Adair identified three requirements for such working groups or teams. 
Two of these apply to the group as a whole: the need to fulfil the shared objective and the requirement to sustain the group's social cohesion (or team). 
The third area is comprised of the sum of each team member's specific requirements. 
Maslow's Hierarchy of Needs argues that participation in working teams satisfies some of our primary human needs (belonging, esteem, self-actualisation) in whole or in part. 
Leaders personify or exhibit the attributes that are expected or required of the members of their work groups. 
Adair believed that a leader's competence is defined by his or her capacity to assist the team and people in meeting these three needs. 
Adair showed these requirements using a three-circle diagram, which represents three overlapping project requirements that a leader must enable or fulfil.
Adair referred to the management of these overlapping requirements as action-centred leadership. 
 
 
The combination of these three components of action-centred leadership encompasses both the social and technical aspects of project management methods.
In the context of project management, the three aspects of the circle model, task, team, and individual, provide a framework for integrating management and leadership (Cadle and Yeates, 2004). 
The methodology is also consistent with the socio-technical approach to project management (Marchewka, 2006), which enhances project success by emphasising both the technical and human aspects of project management. 
Each of the social aspects of project management leadership and the integration of task, team, and individual are discussed in the following paragraphs. 
Again from a rhetorical perspective, the social practices address the needs of the project team and the individual team members, while the technical practices relate to the organisational features of the project. 
 
 
Social practises in project management. 
 
Two dimensions of project manager leadership practises are identified: the social or human and the technical aspects of project management. 
To ensure the success of the project manager's leadership practises, he or she must effectively display the following characteristics: the capacity to communicate, the ability to deal with people, the ability to establish and maintain connections, and the ability to organise (Marchewka, 2006). 
Three of these four characteristics have to do with the human element of project management. 
Obviously, people are the most valuable asset to a project. 
Human resource management strategies concentrate on generating and growing project team members, as well as comprehending and correctly responding to the behavioural aspect of project management. 
Two circles of Adair's action-centred leadership model address the individual and team-related social practices of a project manager. 
 
According to the self-determination theory (Ryan and Deci, 2000), the interpersonal setting impacts the degree to which individuals are or can be autonomous in the social context. 
The concept of autonomy support (Deci and Ryan, 1985) entails that a leader takes the perspective of the other (i.e. a team member), acknowledges the other's feelings, and provides the other with relevant information and opportunities for choice while minimising the use of pressures and demands - essentially an empathic response to other team members. 
An autonomy-supportive project manager can, for instance, supply team members with necessary information and insights while encouraging them to use this information to independently solve problems or achieve a goal. 
Additionally, the project manager is autonomy-supportive when he encourages team members to ask questions, replies to these questions thoroughly and attentively, and listens to how team members wish to complete their jobs. 
Edward Deci (1996) asserted that it is evident that if those in superior positions act to foster a sense of autonomy and competence in those they teach or oversee, those individuals will remain engaged and motivated. 
 
 
Regarding the social environment of a team, Bandura (1997) established the concept of collective efficacy, which is a construct defining a group's shared belief in its ability to plan and execute a course of action. 
Similarly to supporting the autonomy of an individual, an action-centred project leader must foster and encourage the (collective) efficacy of the team. 
Furthermore, a group's shared perceptions influence its attitudes and behaviours, and as the group's efficacy grows, The perceptions, beliefs, and conventions of the group have priority over an individual's perceptions (Kozlowski and Klein, 2000). 
 
Bandura additionally emphasised that an individual's opinions of a group's capabilities reflect the group's common beliefs. 
Moreover, collective efficacy beliefs across all disciplines, including sports and business,determine what people choose to accomplish as a group, how much effort they put into group undertakings, and their tenacity when group efforts fail to yield rapid results or confront impediments to success (Edmonds et al ., 2009). 
 
 
Moreover, a group's view of its collective efficacy can be obtained from either an accumulation of individual members' assessments of their personal performance capabilities within the team or an accumulation of individual members' assessments of the team's performance capabilities as a whole. 
Individual judgments of collective effectiveness so indicate an influence that starts from the team and evolves over time. 
Using an experimental methodology, Hodges and Carron (1992) confirmed that perceived collective efficacy had a causal effect on team performance. 
In their study, teams whose perceptions of collective efficacy were increased performed better than teams whose perceptions of collective efficacy were decreased. 
To attain a successful project outcome, it is proposed that an action-oriented project leader should foster and encourage a collective belief that the team is capable of completing the tasks at hand. 
 
 
The third circle in Adair's action-centred leadership model relates to the necessity of organising and completing the current duties. 
Effective task management necessitates the technical practices of a project manager linked to the engineering and implementation of an overall project plan. 
Criticism of the Adair theory's constituents 
 
Criticality 
 
Due to the demands of the working world, it will not always be possible to balance efforts equally across the three domains. 
In reality, the optimal equilibrium varies according to circumstance and over time. 
 
For instance, a new team member who requires additional training. 
You may be in charge of a brand-new team and must prioritise team formation. 
Or, a critical deadline may necessitate exclusive concentration on the task. 
 
When three areas of duty vie for attention, one must establish priorities. 
Consider the organisation's objectives first. 
However, there may be instances when the requirements of the team or an individual take precedence, such as when a team member is unwell or has a death in the family, or when the team suffers a big setback, such as a catastrophic data loss. 
 
Leaders must use their discretion to determine the optimal balance of tasks at any given time and adjust their attention accordingly. 
The objective is to limit the shift in emphasis to the short term and restore equilibrium after the issue has been resolved.

3. Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change
The work style of a leader may affect the motivation and performance of subordinates as well as the environment of the organisation, and by using an autocratic and democratic leadership style, we might be able to motivate, delegate and empower.
We will use Goleman's categorisation of leadership that differentiates six distinct types, each stemming from various emotional intelligence components. 
According to Goleman's (2000) taxonomy, employees evaluated their immediate supervisors based on the features of six leadership styles: authoritative, democratic, affiliative, coaching, coercive, and pacesetting leadership. Using the Organisational Restrictions Scale (Spector & Jex, 1998), participants rated the degree of organisational constraints they encountered at work.
According to Goleman's (2000) classification, employees evaluated their immediate supervisors based on the features of six leadership styles: authoritative, democratic, affiliative, coaching, coercive, and pacesetting leadership. Using the Organisational Restrictions Scale (Spector & Jex, 1998), participants rated the degree of organisational constraints they encountered at work. 
A leader's actions within an organisation have multiple effects on personnel. Managers can be a source of aid in the pursuit of goals: they are employees with knowledge as well as practical and emotional support. On the other side, leaders can influence stress levels in the workplace by amplifying stressors, such as increasing the ambiguity of employees' tasks and their workload or limits. Organisational constraints are factors that "block people from turning ability and effort into good job performance" (Spector & Jex, 1998, p. 357). It has been shown that they are one of the drivers of job stress since they are immediate obstacles to the effective pursuit of goals by employees (Spector & Jex, 1998). Negative consequences, such as health issues, are related to organisational restrictions (Spector, Dwyer, & Jex, 1988). 
Leaders can generate, exacerbate, or reduce the level of organisational limitations encountered by their subordinates, which can further impact their performance, through their actions and traits. These outcomes can be affected by subordinates' assessments of their superiors' leadership styles. 
Studies demonstrate that these perceptions mediate the association between leaders' self-monitoring behaviour and their subordinates' affective and normative organisational commitment (Ozalp Türetgen, Unsal, & Dural, 2016). According to Goleman, "to maximise a team's performance, its members, and especially its leader(s), must 'tune in' to its emotional condition and needs" (Goleman, Boyatzis, & McKee, 2002, p. 55). 
Goleman (2000) enhanced the concept of leadership styles (authoritative, affiliative, democratic, coaching, pacesetting, and coercive) by emphasising particular combinations of EI skills. These qualities may enable leaders to comprehend the working environment from the perspective of their subordinates, thereby fostering a climate in which employees can grow, removing potential impediments in advance, and offering assistance for overcoming failures. These actions are possible if the leader displays certain traits associated with both effective goal-seeking and people-orientation.
Emotional intelligence was the foundation for Daniel Goleman's (2000) categorisation of leadership styles (EI). Although Salovey and Mayer (1990) were the first to formally identify the term 'emotional intelligence,' it was Goleman (1996, 1998) and Goleman (1998) who popularised it, along with the notion that the ability to recognise and understand emotions in oneself and others is important, if not essential, to effective leadership. 
 
Four competencies comprise emotional intelligence: two are personal (self-awareness and self-management) and two are social (social awareness and relationship management) (Boyatzis et al., 2000, Goleman et al., 2013). In turn, each capability is made of a distinct collection of abilities. Despite the fact that it is still debatable whether emotional intelligence affects leadership (Waterhouse, 2006; Weinberger, 2009), a number of research indicate a link between emotional intelligence and effective leadership, at least in the context of the transformational style. Emotionally intelligent individuals are able to be more accomplished professionals, according to research (Dulewicz & Higgs, 2003); they are also more confident and secure in their careers than those who are less emotionally aware (Jordan, Ashkanasy, & Haertel, 2002), and are more effective and successful leaders (Goleman, 1998). 
 
Leadership excercise
 
Goleman (2000) proposed six styles, these styles are coercive, authoritative, affiliative, democratic, pacesetting, and coaching. Each style is the result of a unique combination of emotional intelligence skills. Coercive and pacesetting leaders are eager to act and to take the initiative, as well as compelled to enhance performance to satisfy high standards of excellence. In contrast, coercive leaders keep their emotions and impulses in check (practise self-control), whereas pacesetting leaders exhibit a high level of conscientiousness. All of these leaders are capable of self-management, but they lack the social competences present in four other kinds. 
 
 
Authoritative leaders have self-confidence and an understanding of others' viewpoints and feelings (empathy), as well as the ability to inspire, manage, and steer others in novel ways (they are change catalysts). Coaching leaders are comparable to initiating leaders; however, they enhance the skills of others through feedback and guidance (they emphasise developing others). Affiliative leaders are emotionally attuned (empathetic) and establish and nurture relationships (through building bonds). Their communication skills make them comparable to democratic leaders. Additionally, the latter type is founded on teamwork and collaboration abilities. The capacity of authoritative and coaching leaders to govern themselves and others distinguishes them from other styles. They possess both self- and social-awareness, as well as relationship management skills. 
 
In Lewin, Lippit, and White's (1939) categorisation of leadership styles, coercive and pacesetting styles are comparable to authoritarian leadership. These two types also tend to connect to a degree with transactional (Burns, 1978) or task-oriented (Bales & Slater, 1955) leadership, whereas authoritative, democratic, coaching, and affiliative styles refer to people-oriented leadership (Bales & Slater, 1955). In addition, transformational leadership could be associated with a visionary leader who is able to manage change and vision (Burns, 1978).
 
Goleman's (2000) proposal expands by distinguishing the EI skills that comprised each style. As he recommends, leaders should be able to "use a variety of diverse leadership styles at the appropriate moment and in the appropriate proportions" (Goleman, 2000, p. 78). His method diverges from Fiedler's (1967) contingency model of leadership, in which leaders are thought to have a consistently consistent style of task or relational orientation. According to Goleman (2000), once a supervisor is aware of the EI skills underlying a style in which he is deficient, he can seek to improve his aptitude for those skills. This can be particularly useful for supervisors dealing with diverse personalities, teams, and fluctuating environments. 
 
The most effective styles, according to Goleman's (2000), have a beneficial effect on the group environment. Coercive and pacesetting leaders score lowest on likeability and support. However, authoritative, democratic, coaching, and affiliative leaders have a favourable impact on the organisation's atmosphere, with authoritative leaders having the most positive impact (Goleman, 2000). 
 
Leaders and the organisational enviroment 
 
Even if the organisational environment may not directly influence performance, it correlates with outcomes (Litwin & Stringer, 1968). Kozlowski and Doherty (1989) discovered that the quality of the leader-subordinate relationship was directly related to the subordinate's contentment with the organisation's environment. Workers find coercive leaders less appealing than those who apply the other leadership styles (French & Raven, 1959). They desire leaders with referent and reward authority in particular. Care for people is equally as important as a concern for performance; hence, it is crucial to teach leaders how to enhance their approaches and shift them toward democratic or team management techniques (Blake & Mouton, 1964). Although in times of crisis the speed and appropriateness of a leader's judgments may be more crucial than their relationships with group members, an atmosphere of trust is generally valued by group members (Covey & Merrill, 2008). Such an environment is fostered by emotionally intelligent, self-aware, and empathetic leaders (Goleman, 2000), i.e., leaders with authoritarian or coaching approaches. In fact, two research by Xiong, Lin, Li, and Wang (2016) indicated that authentic leadership, which results from a leader's self-awareness and integrity, moderates a favourable association between subordinates' trust in their supervisor and their organisational commitment. Specifically, the relationship between leaders and employees is strengthened under greater degrees of authenticity. 
Authoritative, democratic, affiliative, and coaching leaders are not likely to contribute to the development of organisational restrictions. The authoritative and coaching approaches are centred on both relationships and goal-attainment effectiveness. This combination would enable these leaders to withstand organisational restrictions. They are not just compassionate, but also socially conscious and adept at managing relationships. Authoritative leaders are adept at understanding the opinions of others and are able to take the initiative and manage workers through a process that is goal-oriented. They mobilise individuals towards a vision and provide clear direction, inspiration, and motivation (Goleman et al., 2013). They contribute significantly to the formation of effective organisational practises and procedures. Consequently, they are likely to eliminate or restrict organisational limits that impede employee success (Nanus & Dobbs, 1999). Coaching leaders, on the other hand, focus on employees' strengths and assist them improve, which is likely to have a buffering impact against obstacles or restrictions. Coaching leaders are able to align the objectives of individuals with the organisation's vision. This sort of leadership entails offering performance feedback to subordinates. These leaders assist others in identifying their strengths, provide coaching, and provide opportunity for employees to enhance their skills through task delegation (Goleman et al., 2013). In the pursuit of everyday objectives, subordinates may feel better able to deal with challenges and roadblocks if they have received enough training.

