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“What emergent leadership skills, do you consider, may be effective for the leaders of your chosen organisation in analysing and assessing strategies for making decisions amid uncertainty caused by COVID-19 pandemic and ongoing economic uncertainty?” 

Executive Summary

The report delves into various leadership styles, including Behavioural Leadership, Situational Leadership, Power and Influence Leadership, Agile Leadership, Transactional Leadership, and Transformational Leadership. Each style is explored through theoretical frameworks and real-world examples from companies like Starbucks, Apple, Marks and Spencer, Ford, and Amazon.
For instance, Behavioural Leadership emphasises learned behaviours, Situational Leadership underscores flexibility based on followers' readiness, and Power and Influence Leadership explores how leaders use different types of power to guide their teams. Agile Leadership promotes adaptability, while Transactional Leadership involves rewards for performance. Transformational Leadership inspires innovation and exceeding expectations.
The report highlights how effective leadership at Marks and Spencer (M&S) blends Transformational and Strategic Leadership, fostering a high-performance culture. Recommendations for M&S include embracing digital leadership and nurturing a culture of innovation to leverage emerging technologies.
In today's dynamic business landscape, leadership remains pivotal for organisations seeking to thrive and adapt. Understanding and applying diverse leadership styles allows leaders to guide their teams toward shared goals and lasting success.
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[bookmark: _Toc144374119]Introduction
Leadership is the process where an individual influences a group of people to follow him and to work together for a common goal. The most important element in leadership is the influence, if the leader does not influence his followers, that means that there is no leadership in there (Northouse, P.G., 2022).
Effective leadership not only impacts the performance and productivity of teams but also influences the overall organisational culture and strategic outcomes. In this report, we delve into three distinct leadership styles: Behavioural, Situational, Power and Influence exploring their characteristics, applications, successes, challenges, and real-world examples. By examining these leadership styles through the lens of renowned organisations and leaders, we gain insights into how different approaches can shape organisational dynamics and contribute to success or failure.
The evolving nature of leadership in contemporary organisations demands a comprehensive understanding of various leadership styles and their implications. As we explore each leadership style, we will delve into its theoretical underpinnings and practical manifestations within specific organisational contexts. By analysing the successes and challenges associated with these leadership styles, we aim to provide a comprehensive overview that highlights the intricacies of effective leadership in today's dynamic business landscape. Moreover, we will offer recommendations for Marks and Spencer seeking to harness the power of different leadership styles to navigate complexities, foster growth, and drive sustainable success.
Through this exploration, we will gain valuable insights into how leaders can adapt their approaches to align with organisational goals, cultivate a positive and productive work environment, and ultimately contribute to the overall success and longevity of their organisations. The interplay between leadership styles, organisational culture, and strategic direction underscores the critical role that leadership plays in shaping the present and future of businesses. By delving into the nuances of these leadership styles, we hope to provide a deeper understanding of the choices leaders make and the impact these choices have on organisations, employees, and stakeholders alike.

[bookmark: _Toc144374120]Leadership: Theories and Styles	

[bookmark: _Toc144374121]Behavioural Leadership Theory:
The Behavioural Leadership Theory was developed by various researchers and scholars who contributed to the understanding of leadership behaviours. Notable figures in this development include Kurt Lewin, Rensis Likert, Douglas McGregor, and Warren Bennis, among others (Northouse, P.G., 2021; Yukl, G., 2010).
The behavioural leadership theory shifts the focus from inherent traits to observable actions and behaviours of leaders. It proposes that effective leadership can be cultivated through learned behaviours, indicating that leadership is a learned skill rather than a set of predefined traits. This theory categorises leadership behaviours into task-oriented and people-oriented behaviours. Task-oriented leaders prioritise achieving goals and maintaining productivity, while people-oriented leaders emphasize building relationships and fostering positive interactions among team members. The behavioural theory highlights the adaptability of leaders in tailoring their behaviours to suit different situations and contexts (Northouse, P.G., 2022).
[bookmark: _Toc144374122]
Using Behavioural Leadership in Starbucks:
Howard Schultz believed that employees were important. He gave them good things like health coverage and the chance to buy company shares. This made workers feel loyal and devoted to Starbucks.
Schultz wanted to connect with his workers. He listened to their ideas and problems during regular meetings. This built trust and teamwork among the staff. He did not see Starbucks as just a coffee shop. He saw it as a special place where people could gather. He shared this idea with workers and customers, making them feel part of a big community. He helped workers learn and do better. He gave chances for promotions and even planned for employees to earn a college degree online.
H. Schultz's way of leading based on behaviour made Starbucks successful. He turned Starbucks from a small coffee shop into a big worldwide brand. By treating workers well, turnover was low, and workers felt happy. The idea of making Starbucks unique and special made people want to go there not just for coffee but for the whole experience (Michelli, J. A., 2007).

[bookmark: _Toc144374123]Disadvantages of using behavioural leadership:
Although there is not any clear evidence that behavioural leadership has failed, the organisation trying to apply this kind of leadership may face some challenges. 
Employees who are accustomed to a different leadership style may find it difficult to adapt to the new approach. This can lead to resistance and reluctance to fully embrace the changes.
The inspiring vision may not align well with the practical realities of the company's operations. Employees can struggle to connect their daily tasks to the new vision presented.




[bookmark: _Toc144374124]Situational Leadership Theory:
Situational Leadership Theory, developed by Paul Hersey and Kenneth Blanchard, posits that effective leadership is contingent upon adapting leadership styles to the specific needs and development levels of individual followers or teams. Different situations require different leadership styles, and leaders should adapt their behaviours based on factors such as the competence and commitment of their team members, the complexity of tasks, and the level of autonomy needed. Situational leadership recognises that there is no universal leadership style that fits all situations and underscores the need for flexibility and adaptability (Hersey, P., Blanchard, K. H., & Johnson, D. E., 2008).

[bookmark: _Toc144374125]Situational leadership used by Steve Jobs:
The remarkable success of Apple can be attributed in part to the influence of its renowned leader, Steve Jobs. Despite the common perception of Jobs as an authoritative leader, his approach was more intricate than commonly believed. Although many associate him with a telling leadership style, his leadership style could be understood through a situational lens, adapting to different contexts and needs.
One notable aspect of Jobs' leadership was his adeptness at situational leadership, which involves adjusting leadership behaviours according to the situation and the needs of the team. While Jobs did exhibit traits of an authoritative style, he also displayed flexibility and adaptability in various situations (Lashinsky, A., 2012).

[bookmark: _Toc144374126]Disadvantages of using Situational Leadership Theory:
Steve Jobs was known for his detailed involvement in product design and decision-making. While Situational Leadership emphasises adapting leadership styles, Jobs' micro-management tendencies might not align with delegating authority based on follower competence and commitment (Yukl, G., 2010).
Jobs was known for his strong convictions and vision, which might have limited his willingness to adapt his leadership style based on follower development levels. Situational Leadership theory relies on a leader's flexibility in adjusting their approach to match followers' readiness (Hersey, P., & Blanchard, K., 1969).

[bookmark: _Toc144374127]Power and Influence Leadership Theory:
Notable contributors to the understanding of power and influence in leadership include French and Raven, who introduced the concept of different types of power in their 1959 publication "The Bases of Social Power," and various subsequent researchers who expanded on the theory. The Power and Influence Leadership Theory, focuses on the ways leaders use their power and influence to guide and direct their teams. This theory explores how leaders utilise different types of power and influence tactics to achieve organisational goals and influence the behaviour of their followers. The theory recognises that leadership is not solely about authority and control but also involves the ability to persuade, inspire, and impact others positively (French, J. R., & Raven, B.,1959).

[bookmark: _Toc144374128]Power and Influence Leadership Theory in Marks and Spencer:
Stuart Rose, former CEO and Chairman of Marks and Spencer (M&S), provides a relevant real-world example of the Power and Influence Leadership Theory in action within the context of the company. He exhibited referent power through his charismatic and approachable leadership style. He developed strong relationships with employees, customers, and stakeholders, earning their respect and loyalty.
With his extensive retail experience, Rose possessed expert power. His knowledge of the industry and M&S's operations positioned him as a credible leader to make informed decisions. Holding the CEO and Chairman positions, Rose had legitimate power to drive strategic initiatives, implement changes, and lead the company (Davies, R., & Abrams, R., 2008).

[bookmark: _Toc144374129]Disadvantages of using Power and Influence Theory:
Critics argued that Rose's leadership may have had a more short-term focus on boosting financial performance, potentially sacrificing long-term sustainability. While his leadership was successful in many aspects, implementing significant changes across a large organisation like M&S could lead to resistance and challenges. Transitioning leadership after Rose's tenure posed challenges in maintaining the momentum he had built (Niven, A., 2011).

[bookmark: _Toc144374130]Agile Leadership Style 
Agile Leadership Framework is a way of leading that takes ideas from Agile methods used in making software and managing projects. It is about being flexible, working together, and doing things step by step. This way of leading focuses on being quick to adapt and respond in a world where things change a lot (Laloux, F., 2014).

Spotify, a popular music streaming platform, is frequently mentioned as a company that has adopted the principles of Agile Leadership. The way Spotify is organised is intended to encourage flexibility, creativity, and teamwork. They have put in place a system called "Squad, Tribe, Chapter, and Guild," where teams with different skills (Squads) collaborate within larger groups (Tribes), creating an environment that values working together, independence, and the ability to adjust to changes (Kniberg, H., & Ivarsson, A., 2012).

While Agile leadership offers numerous benefits, it also presents certain challenges. The emphasis on flexibility can lead to resistance from individuals accustomed to traditional leadership approaches. This shift may be met with reluctance, causing a desire to revert to familiar, conventional methods (Forbes, 2019).
Moreover, Agile leadership demands specialised skills and training. This requirement incurs additional costs for both organisations and leaders. The investment in upskilling may at times prompt leaders to contemplate returning to their former leadership practices (Forbes, 2019).

[bookmark: _Toc144374131]Transactional Leadership Style
Transactional leadership was created by Max Weber in the 20th century, and people like Bernard M. Bass added more ideas to it later. This kind of leadership is about leaders and followers exchanging things. Leaders give rewards or punishments based on how well followers perform and follow the rules.
In this type of leadership, leaders use rewards like praise, extra money, or promotions to encourage followers to complete tasks and reach goals. They also step in and make decisions when things are not going as planned (Bass, B. M., 2000).

Mulally, the leader of Ford, used a style of leadership where he set up regular meetings to talk about how the company was doing. In these meetings, each leader talked about their work, money, and problems. Mulally wanted things to be clear, and he rewarded leaders and groups that did well with praise and extra money.
This way of leading helped Ford become better. It saved money and made the company's finances stronger. The meetings made leaders responsible for their work, and they had to solve problems quickly. This kind of leadership by Mulally really helped Ford to prosper, especially when times were tough for the car industry (Hoffman, J. G., 2009).

An example of the unsuccessful use of transactional leadership can be seen in the case of the Enron Corporation. Enron, once considered a leading energy company, faced a significant scandal and ultimately filed for bankruptcy in 2001. The company's downfall was attributed to a range of unethical practices and leadership failures, including the use of transactional leadership in a destructive manner (McLean, B., & Elkind, P., 2003).
Enron's leadership, heavily focused on short-term financial gains and used incentives and rewards to encourage employees to meet specific financial targets. 
The emphasis on rewards and punishments in the transactional leadership style at Enron created a toxic culture that valued financial gains over ethical conduct. This eventually resulted in a catastrophic failure, impacting employees, investors, and the broader financial system (McLean, B., & Elkind, P., 2003).

[bookmark: _Toc144374132]Transformational Leadership Style 
In 1978, James MacGregor Burns introduced the transformational leadership style. He described transformational leaders as those who inspire and motivate their followers to achieve remarkable outcomes that go beyond their own expectations. Bernard M. Bass later built upon Burns' ideas and further developed the concept of transformational leadership. This leadership approach centres on creating a common vision, promoting innovation, and empowering followers for growth. It employs charisma, inspiration, and intellectual stimulation to influence and motivate teams. This style encourages followers to attain elevated performance levels by tapping into their inner motivations and values (Bass, B. M., & Riggio, R. E., 2006).


Jeff Bezos changed Amazon a lot. It started as an online bookstore and became a big company in shopping online and technology. He always cared about customers and planned, making Amazon change to fit the market. He led in a way that made people try new things and take risks, which helped create things like Amazon Prime, Kindle e-readers, and Amazon Web Services (AWS).
He also told his workers to dream big and like new ideas. He made the phrase "Day One" famous. It means acting with the energy of a new start-up, even when Amazon got big.
Bezos's leadership made Amazon very successful and had a big impact on online shopping, technology, and cloud computing (Stone, B., 2013).

An unsuccessful example of transformational leadership can be observed in the case of Theranos. Elizabeth Holmes had a big idea to make medical tests faster and cheaper, which got a lot of investors and important partnerships excited. But later, checks found out that the company's technology did not actually work as she said. They did things that were wrong and lied to investors and patients.
Transformational leadership is supposed to make good changes and new ideas, but in this case, it came with bad actions and hiding the truth. The big difference between the exciting idea and what really happened made the company fail, caused legal problems, and made their reputation worse.
This shows that it is important for transformational leaders to be honest and make sure their big plans are real and right (Freckelton, I., 2019).

[bookmark: _Toc144374133]Marks and Spencer: Leadership styles

Marks and Spencer (M&S) is a well-known British multinational retailer that was founded in 1884 by Michael Marks and Thomas Spencer. The company has a long history in the retail industry and has established a strong presence in the UK and abroad. M&S has over 65 000 employees and over 1400 stores around the world.
M&S offers a wide range of products and services, including clothing, food, home goods, and beauty products. They are renowned for their high-quality clothing and innovative food offerings, focusing on providing customers with a premium shopping experience.
M&S faces rivalry from various other retailers in both the fashion and food industries. In terms of clothing, they contend with brands such as Next, H&M, and Zara. For food, they compete with supermarket chains like Tesco, Sainsbury's, and Waitrose.
One of M&S's primary strengths lies in its robust brand reputation for quality and dependability. They have a history of providing top-notch products, and their dedication to sustainability and ethical practices sets them apart. M&S is also recognised for its inventive strategies in both food and clothing, frequently introducing fresh ideas and items to adapt to evolving consumer preferences (Marks and Spencer.com, 2023).

Reviving M&S requires the creation of a culture that prioritises high performance and collective efforts in achieving results and driving change. The dedication to transforming M&S into an exceptional workplace, where open communication, self-expression, and personal development are encouraged, resonates with the core tenets of transformational leadership. This leadership style is characterised by motivating and inspiring individuals to surpass their own expectations and achieve remarkable results (Marks and Spencer.com, 2023).
In 2022, Marks and Spencer's newly formed leadership team launched initiatives to overhaul the company, targeting sustainable and profitable increases in sales and market share. Their main emphasis is on gradually improving operating margins. These efforts encompass fostering a high-performance culture, giving priority to cutting structural costs, and strategically investing in areas that promise enduring advantages for shareholders in the future. Through the implementation of strategic leadership, M&S is witnessing ongoing growth and consistent enhancement in its performance year after year (Marks and Spencer.com, 2023).

The Straight to Stuart colleague suggestion programme has been highly successful since its launch, generating over 8,000 ideas and boosting engagement by over 270% compared to the previous scheme. With a focus on Employee-Centric Leadership, more than 200 suggestions were put into action in the first year. These ranged from significant initiatives like promoting bowel cancer awareness on toilet roll packaging to practical enhancements like adding cooking instructions on food packaging. The program's achievements prompted the introduction of Straight to Stuart LIVE, allowing colleagues to engage with leadership through live webcasts. These sessions address various topics, including cost savings and enhancing the workplace experience (Marks and Spencer.com, 2023).

Ethical leadership is a pivotal factor in shaping the organisational culture and reputation of companies. It involves leaders demonstrating a strong commitment to moral and ethical principles, guiding their decisions and actions. For a prominent retailer like Marks and Spencer (M&S), ethical leadership plays a crucial role in establishing a culture of responsibility and sustainability (Marks and Spencer.com, n.d).
M&S operates in an industry where environmental and social concerns are increasingly critical to customers, investors, and regulators. Ethical leadership not only aligns with M&S's core values but also enhances its brand image as a responsible corporate citizen.
Ethical leaders at M&S drive the company's CSR initiatives, such as Plan A – an ambitious sustainability plan encompassing social, environmental, and ethical goals. This plan reflects M&S's commitment to minimising its environmental footprint, promoting fair labour practices, and supporting local communities (Marks and Spencer.com, n.d).

Ethical leadership extends to M&S's supply chain, where the company strives to ensure that its suppliers adhere to ethical labour practices, fair wages, and safe working conditions. This approach not only aligns with M&S's values but also safeguards against potential reputational risks associated with unethical suppliers (Marks and Spencer.com, n.d).

The global COVID-19 pandemic significantly impacted the operations and strategies of Marks and Spencer (M&S). As the pandemic emerged in early 2020, governments worldwide imposed lockdowns and restrictions to curb the spread of the virus. These measures led to a shift in consumer behaviour, with an increased emphasis on online shopping and health-related products (Marks and Spencer.com, 2023).
M&S, like many other retailers, faced challenges in ensuring the safety of its employees and customers while maintaining business continuity. The company had to swiftly adapt its operations to comply with health guidelines, which included implementing social distancing measures, enhancing hygiene practices, and providing protective equipment to staff. (Marks and Spencer.com, 2023).

In response to the pandemic, M&S demonstrated its commitment to ethical leadership by promptly addressing the needs of its employees and communities. The company ensured that its employees had access to necessary support and resources, including remote work options and financial assistance (Marks and Spencer.com, 2023).
Furthermore, M&S's ethical leadership extended to its supply chain. The company took steps to support its suppliers and partners, particularly those facing financial hardships due to the pandemic. This approach reflected M&S's commitment to maintaining ethical labour practices and promoting fair treatment throughout its business ecosystem (Marks and Spencer.com, n.d.).

From a strategic perspective, M&S had to quickly pivot its focus to online channels to cater to the changing shopping habits of consumers during lockdowns. The company ramped up its e-commerce capabilities and introduced innovative solutions to enhance the online shopping experience for its customers.
The COVID-19 pandemic also highlighted the importance of agility and adaptability in leadership. M&S's leadership team had to make rapid decisions to navigate the unprecedented challenges posed by the pandemic. This included reallocating resources, adjusting product offerings, and finding new ways to engage with customers.
Looking ahead, the pandemic has underscored the need for organisations to be resilient and prepared for unexpected disruptions. M&S's leadership styles, particularly its commitment to ethical and strategic leadership, played a crucial role in guiding the company through the crisis. As the situation evolves, the lessons learned from this experience will likely shape M&S's leadership strategies in the post-pandemic era (Marks and Spencer.com, n.d.).

M&S's leadership strengths lie in its strong brand reputation for quality and innovation, particularly in clothing and food. The company's commitment to sustainability and ethical practices is another key advantage. M&S's transformative initiatives, such as the Straight to Stuart colleague suggestion programme, demonstrate Employee-Centric Leadership. This style engages employees in problem-solving and decision-making, leading to increased engagement and innovative ideas (Marks and Spencer.com, 2023).

However, a potential weakness of the leadership styles used by M&S could be in the execution phase. While the strategies and initiatives appear promising, the effectiveness of these approaches needs to be closely monitored to ensure they translate into tangible outcomes and sustainable growth. Additionally, the leadership's ability to navigate the complex and competitive retail landscape while maintaining the company's ethical values and quality standards will be critical for long-term success.

[bookmark: _Toc144374134]Recommendations for Leadership Styles 
To embrace the digital era fully, Marks and Spencer (M&S) should focus on enhancing its digital leadership. This involves leveraging emerging technologies and data analytics to elevate the customer experience, streamline operations, and boost online sales. 
M&S should formulate a robust digital leadership strategy that aligns with its business objectives and digital transformation goals.
Identify key technologies like artificial intelligence, machine learning, and data analytics that can be integrated to improve decision-making and customer engagement.
M&S should invest in Digital Talent:
To recruit and onboard leaders with a strong background in digital technology and innovation.
Establish a talent pipeline by offering digital skill development programmes to existing leaders and employees.
 M&S should foster a culture of innovation by encouraging leaders to experiment with new digital solutions and technologies; recognise and reward leaders who contribute to successful digital innovations.

[bookmark: _Toc144374135]Conclusion 
In conclusion, leadership is a multifaceted process that plays a crucial role in guiding organisations toward success. Effective leadership involves influencing followers, creating a positive environment, and adapting to various situations. Leadership theories such as Behavioural Leadership Theory, Situational Leadership Theory, Power and Influence Leadership Theory, Agile Leadership, Transactional Leadership, and Transformational Leadership provide frameworks for understanding and practicing effective leadership. 

Real-world examples from companies like Starbucks, Apple, Marks and Spencer, Ford, and Amazon illustrate how different leadership styles can lead to both success and challenges.
Behavioural Leadership Theory emphasizes learned behaviours and the adaptability of leaders. 
Situational Leadership Theory underscores the need for flexibility based on followers' readiness. 
Power and Influence Leadership Theory delves into the ways leaders use different types of power to guide their teams. 
Agile Leadership promotes adaptability and collaboration in rapidly changing environments. Transactional Leadership involves exchanging rewards for performance. 
Transformational Leadership inspires followers to exceed expectations and innovate.
Effective leadership at Marks and Spencer involves a blend of Transformational Leadership and Strategic Leadership, fostering a high-performance culture and driving sustainable growth.
 Recommendations for enhancing leadership styles at M&S include embracing digital leadership to leverage emerging technologies and nurturing a culture of innovation.
In today's dynamic business landscape, leadership remains a cornerstone for organisations seeking to thrive and adapt. By understanding and applying diverse leadership theories and practices, leaders can guide their teams toward achieving shared goals and enduring success.
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Reflection

Before enrolling in a course on leadership and business, the profound significance that it held for both my personal and professional growth remained obscured. The realisation that leadership surpassed mere management and held a position of paramount importance was a revelation. It dawned on me that being a leader carried far more weight than being a manager, a realisation that reshaped my perspective. Despite considering myself a competent manager, I was oblivious to the stark distinction between managing and leading individuals. However, the introduction to the subject of leadership by our lecturer served as an eye-opener, gradually kindling an understanding within me.

My comprehension of leadership theories and styles, and their practical application, was minimal before commencing the course. The course's initial stages prompted contemplation about my own leadership characteristics. I began pondering the type of leader I was – was I effective or lacking in certain aspects? Despite a certain level of self-assuredness, I decided to consult Mr. Kalam regarding my professional experiences. My hope was to gain insight into my leadership style and ascertain if I was on the right trajectory.

Through our conversations, it dawned on me that throughout my tenure as a business owner, I had been predominantly practicing Transactional Leadership 
(Northouse, P.G., 2022). Subsequent research led me to realise that my chosen leadership approach had been fundamentally flawed. Rather than setting an example for my employees, I had inadvertently established a culture of compliance through rewards and bonuses. Unfortunately, these incentives failed to motivate the workforce as I had hoped.
As the weeks progressed, my understanding of leadership deepened, particularly the imperative of selecting the most fitting leadership style to foster both business growth and employee contentment. This culminated in a realisation that I needed to implement the theories and styles discussed in the course. To this end, I commenced with Transformational (Bass, B. M., & Riggio, R. E., 2006) and Situational Leadership (Northouse, P.G., 2022).
After years of operating within a certain managerial framework, transitioning to an empowering leadership style demanded substantial mental and strategic reorganisation. The notion of guiding instead of managing required meticulous planning.

Initiating this transformation involved conducting a meeting with my team members. The objective was to communicate the necessity for change and to emphasise that their input was invaluable. I strived to strike a balance between demonstrating appreciation while not taking any facet for granted. Commencing the dialogue by soliciting their opinions on company strengths and weaknesses set the tone for a collaborative approach.

Through their suggestions and insights, I discerned that a significant misstep I had made was expecting uniformity in thinking and behaviour. Recognising this flaw, I communicated my commitment to granting them more autonomy and support. The focus shifted to an emergent leadership approach, as I acknowledged the need for adaptation to retain my valuable employees.

I shared my vision while genuinely listening to their perspectives, fostering a culture of open communication. This inclusivity extended to sharing long-term goals and the collective benefits that working collaboratively could yield. The ensuing engagement and influence I exerted led to tangible results – a motivated and engaged workforce.

Through the engaging discussions in our class and a period of personal reflection, I have had the opportunity to uncover and acknowledge my strengths. This journey has revealed that while I possess several strengths, I am also aware of certain areas that I can improve upon. The process of introspection has allowed me to identify some key attributes that I can build upon.
First and foremost, I recognise the strength of self-awareness within me. This awareness has led me to realise the potential for growth, enabling me to approach challenges and opportunities with a mindset of continuous improvement. Acknowledging the limits of my knowledge has been a humbling experience, yet it has also ignited a proactive desire within me to seek out new avenues of learning and to implement meaningful changes.
Embracing new perspectives has become a hallmark of my approach. I have found great value in keeping an open mind, welcoming fresh techniques, and exploring innovative applications that can benefit both my business and my personal development. This willingness to evolve and adapt has expanded my horizons and brought new vitality to my leadership journey.
Effective communication has emerged as a strength that resonates with me. I recently took immediate action by convening a meeting with our dedicated employees. During this session, I placed a strong emphasis on active listening, valuing their insights and viewpoints. This practice not only underscores the significance of open dialogue but also sets the tone for a workplace culture that values collaboration and mutual understanding.


As I delved deeper into self-reflection, I also identified certain weaknesses that warrant my attention and growth. One of these weaknesses pertains to an overemphasis on transactional leadership, which I realised has inadvertently impacted the motivation and innovation within our work environment. This realisation has prompted me to re-evaluate my leadership approach and seek ways to foster a more dynamic and engaging atmosphere that encourages creativity and commitment.
Another area I recognised as a weakness is my resistance to change. The shift from a traditional managerial mindset to an empowering leadership style has presented notable challenges, both for me and for the business. Embracing this transformation has required a considerable mental and strategic realignment. While change can be daunting, I acknowledge its necessity and the potential it holds to lead our organisation towards growth and success.
Furthermore, I now understand that my previous expectation for uniformity in performance was misguided. I have come to appreciate that every individual possesses unique strengths and talents that, when identified and nurtured, can contribute to building a robust and thriving organisational culture. Empowerment and support are key factors that can lead to a healthier work environment and enable our team members to excel in their roles.
Recognising these weaknesses is an essential step on my journey of improvement. I am committed to addressing these areas with a proactive mindset, seeking opportunities for growth and development. By doing so, I aim to transform these weaknesses into strengths, fostering a leadership approach that not only benefits our business but also empowers and uplifts those who contribute to its success.

In conclusion, my journey from limited awareness of leadership's intricacies to its practical implementation has been transformative. I evolved from a manager to a leader, recognising that effective leadership transcends managerial roles. This evolution demanded embracing emergent leadership, adapting to change, and engaging with my team. The journey continues, as I navigate the evolving landscape of leadership, continually inspired by its potential to drive growth, collaboration, and shared success.
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