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1. [bookmark: _Toc89173750]Executive summary
This paper consists of two parts. Part 1 has two tasks. Task 1 will look at the connection between the Leadership Philosophies and Leadership styles. Task 2 will critically analyse three leadership styles in a promptly transforming environment. In Part 2 the personal experience during the module is described in a form of an essay.
2. [bookmark: _Toc89173751]Introduction

The term “Leadership” has many definitions depending on the aspect, but in general sense it refers to a form of initiative behaviour that motivates, inspires, attracts, and organises other people within a certain circle, so that a specific goal is achieved. Leadership is associated with certain personality traits such as credibility, decisiveness, and rationality, just to name a few. The ability to lead differs from the ability to manage as one is leaning more towards guidance and facilitation of the employees, and the second one is more dedicated to the utilisation of the resources, people included. 
  Leadership existed from the beginning of times, since the first tribal formations appeared, and some would even argue that it is a natural, necessary, and inevitable role within a community, a social process (Mumford, 1909). It developed along with the evolution of the societies and human sciences, and over time different theories were created, followed by models based on them soon after (Cortina, 2021).
3. [bookmark: _Toc89173752]Part 1: Leadership Philosophies and Styles. Leadership in times of exponential change- Case study analysis.

3.1. [bookmark: _Toc89173753]Leadership Philosophies

Leadership has always been a popular topic explored over the centuries, that attracted the attention of antient philosophers such as Aristotle, Plato, Cicero, Sun Tzu, Lao Tzu, Socrates, and many more (Wilson, 2016). Even though a lot of their work was focused on rulers and military leaders, they have put the foundation of what we call leadership today. Since then, the subject has been broadly discussed, developed, and evolved. Fast forward to 19th century, different theories about the emergence of leadership appeared, for instance- one claiming it is an inherited trait, meaning that leaders are born, not made (Carlyle,1841), and another supporting the opposite statement. In the 20th century the industrialisation and the increasing global trade/collaboration created a necessity for new approaches and the term Organisational Behaviour appeared, where leadership was no longer considered just as a singular skill or trait, but rather a set of skills. It has been explored from the perspective of psychology, philosophy, politics, and business. The theories became the basis for development of different leadership styles.
One of the most famous theory – Theory X and Theory Y was introduced by Douglas McGregor, who puts understanding of motivation in the centre of his work and was interested in how managers look at employees’ behaviour. 
In fact, he was seen as a mentor of Abraham Maslow, who later on, influenced by McGregor will investigate further theories X and Y, and create the legendary Pyramid “Hierarchy of Needs” theory, which even controversial, became a ground work for a number, if not all of the modern management theories.

McGregor proposed his theories, in which there are two main (managers’) assumptions:
 1) Theory X- people will avoid work at every chance. In case of this theory, the manager’s role is to closely control, direct, motivate or punish the employees, while employees are not seeking, nor given more than the necessary responsibilities. They will prioritise security over personal/professional development, as they lack ambition. The characteristics of Theory X suggests strong Autocratic leadership style, as all the control and authority are centralised, and it limits the possibilities for growth, by suppressing initiative and avoiding delegation.

 2) Theory Y is on the opposite site of the motivation spectrum- people have a natural desire to work and do not require external motivation, as the job could bring satisfaction, rather than just security. According to this assumption, employees will seek responsibilities and independence themselves (McGregor, 2006). Furthermore, it is believed that a person will self-regulate and strive to reach their potential. This theory has a good effect on the moral of the employees and boosts creativity, but carries disadvantages, such as lack of direction and structure, leading to too much independence. This theory is the foundation for the Democratic leadership style.

Before his death McGregor started to work on a third thesis – Theory Z, which was further developed by William Ouchi. The theory assumes that the culture and the values play a significant role for the organisational culture and that an organisation should provide care for its employees even outside the job. It creates a middle ground between Theories X and Y, as they are a mutual excluding and proposes a model, where the Japanese collectivism is combined with the Western (North American) individualism. In other words, he combined the best from both cultures, as the Japanese business culture is centred around communication, collaboration and collective decision-making, and the American has declared features as individual recognition, development, and contribution (Levoy, 2007). 

3.2. [bookmark: _Toc89173754]Leadership Styles
With the evolving of humane and business sciences more and more Leadership styles emerge to meet the demand of the ever -changing (business) world (Ahlfinger, Esser, 2001). This paper will analyse three styles, two of which could be applied in the case study. 
[bookmark: _Toc89173755]3.2.1 Transactional Leadership Style

The Transactional Leadership Style was developed by Max Webber towards the end of 1940’s and it is focused on most basic processes of the management, such as short-term planning, organising, and controlling. It is primarily using self-interest arguments to inspire and lead followers (Flores, 2014). Transactional leaders gain their strength from their formal status and responsibility within the company. The fundamental objective of a follower is to follow the leader's instructions. The style has often been referred to as a 'telling style.' The employer believes in using a reward and punishment system to motivate people. If a subordinate does what is expected of him, they will be rewarded; if they do not comply with the leader's wishes, they will be punished. Here, the leader and follower work together to meet standard performance goals (Juneja, 2010).
[bookmark: _Toc89173756]3.2.2. Sapient Leadership Style

A Sapient Leadership emerged in the end of 2020, from the need of a new, adaptable, flexible, and multi-dimensional style, which is able respond to drastic changes in the environment, but also to incorporate the new social norms and behaviours, as the wellbeing and the Emotional Intelligence are becoming more significant factors within an organisation (Verghese, 2011). The Sapient Leadership Style has four main pillars:
1) Humility, genuineness, and transparency on the part of the leader fosters trust and psychological safety. 
2) Trust and psychological safety, in turn, enable people and teams to achieve at their best. 
3) Additionally, teams that are constantly learning are critical for keeping up with and efficiently managing three-dimensional change. 
4) Finally, common goal and values foster greater concentration, cohesiveness, and resiliency of multi-dimensional change (Chima and Gutman, 2020).
[bookmark: _Toc89173757]
3.2.3. Transformational Leadership Style

Transformational Leadership focuses on both the growth and needs of followers. Leaders using Transformational Leadership Style devote time and efforts to the growth and development of their employees’ value systems, inspirational levels, and morals as a prelude to their talents. They tend to delegate more thus incouraging the personal development of the employees (Kuhnert, 1994). According to some definitions, the goal of transformational leaders is to "transform" people and organisations in a literal sense - to broaden vision, insight, and understanding, to explain reasoning, and to bring about changes that are permanent, self-perpetuating, and momentum building (Bass, 1997).

3.3. [bookmark: _Toc89173758]Leadership in times of exponential change- Case study analysis.

Since the global health crisis occur in 2020, drastic changes and disruptions took place for a very short period of time. The world had to re-adjust, re-orientate and re-think almost all the methods of operations over night. As a result, three dimensions of change were defined:
- A perpetual change is a constantly ongoing change and occurring suddenly. 
- A pervasive change is affecting multiple aspects of life at the same time. 
- An exponential change is a transformation that gains progressively more speed. This recent definition of the change as a three-dimensional event has justified alone the need of new style.  
Of course, the advancement in technology made all these changes possible, as all the infrastructure and digital facilities were existent, but the whole humanity had to come up with a plan, implement it and then adapt to it within a blink of an eye. We might think that 2020 was an exceptional year in terms of change but it is possible that is not the case, as the ingredients for a rapid transformation have been accumulated with the technological progress. Artificial Intelligence, connectivity, and automation opened new possibilities for fast changes (Chima and Gutman, 2020). 
In the presented case study, it is obvious that the leadership in the face of Chris struggles to adapt to any of these dimensions, which results in disruption of every aspect of the company. Despite the experience and the successful track record, Chris is unable to provide a stable and responsive to the technological progress and the Covid19 Pandemic environment, and all the stakeholders are dissatisfied, considering replacing him.
Keeping the above in mind, two of the three Leadership Styles, described in article 3.2 could be referred to the case study and potentially be beneficial for Chris:
· The Sapient Leadership Style incorporates all the necessary traits and characteristics for a rapidly changing environment in theory, as it is designed specifically for such conditions. It could be suitable for the case because it is supposed to “tackle” all the three dimensions of change at once, and to provide the so needed stability and nurturing, (psychologically, emotionally) safe workplace. Unfortunately, since it is brand new, there are not enough research yet to track the implementation and the progress made by a company, which switched to that style. There is a rick of failure because of that when implementing this style, especially when the shift is so severe – from very autocratic leadership style to very progressive. There is also a good chance that a person like Chris with decades of experience and practice of the current model, will not be able to switch to the new model right away.

· The Transformational Leadership Style also suits the case, as it designed to be adaptable to change as well. It provides high flexibility, low levels of micro-management, high employee engagement and accommodates and stimulates creativity, visionary and accountability and personal growth of the employees (Chima and Gutman, 2020). For these reasons the Transformational Leadership Style fits the case study almost perfectly. Nevertheless, it also has some disadvantages such as giving a lot of liberties to the team members which could be risky. Furthermore, the focus of the Transformation of leadership style is on the future, the concept and there is a good chance to miss some details in the process. Just like the Sapient Leadership Style the implementation of the Transformational could turn out to be challenging for the very same reasons.

3.4. [bookmark: _Toc89173759]Conclusion

Chris did not explore the opportunities for technological improvement as they were already influencing the global industries, he did not take any measures to prevent the turnover or the relocation his employees, nor was able to secure their wellbeing and he was not able to organise the new processes in the company. All that resulted in massive disruption, declining sales, and low morale in the company’s division. 
If Chris was more open-mined and proactive, big portion of those disruption could have been avoided. Fortunately, with the correct training and implementation strategy, adopting a new leadership style could significantly improve the microclimate within the organisation and even perform better than before the crisis, as modern styles will give the company an internal make over and new ideas and possibilities may arise.

4. [bookmark: _Toc89173760]Part 2: Personal Experience in Emergent Leadership Skills Module - Reflective Essay.

The module Emergent Leadership Skills touched on every major aspect of Leadership. It gave me detailed understanding about the different leadership theories and the leadership styles that emerged from them. The lectures were structured in a very logical an understandable way, and furthermore the module was matching in content the module Emotional Intelligence. In other words both the Emerging Leadership Skills and the Emotional Intelligence work complementing each other, giving us a full picture of what skills, abilities and traits we need in order  to become successful leaders. During the lectures I had a chance to discuss the differences between the models and to learn when is most appropriate to implement them. Our lecturer gave us very thorough examples and explanations every theory and style but also encouraged us to research additional information on our own what I found incredibly valuable during this module were the practical examples of the applications of the different leadership styles and also the provided tests which helped us determined which style we are likely two perform as leaders so far. According to those tests for example, my leadership style is more likely to be a Democratic style but in reality, as a new leader of a start-up company with only one employee I tend to have also trades from several other leadership styles. Let me give an example. Up until recently my company was only one-woman army which meant I had to cover all the aspects of my business, which is autocratic leadership style by default. When I first hired my assistant, I still carried autocratic traits as for the control, decision-making and giving tasks. Gradually I started asking my assistant’s opinion and discussing whatever issues arose, just as in Democratic Leadership Style. Now that my assistant is completely familiar with the work and her duties, the workload is divided, and it is much easier for me to look at the bigger picture and plan for the future. I can leave her alone to do her job without the need of interference, as she already has the authority and the responsibility to take some decisions herself, but at the same time, I'm always there to provide guidance, to discuss, and to provide her with whatever is necessary. Since I established the company, I had to change the model of operations a few times, which meant going back to square one and implementing the changes from the beginning. That is how I came up with a system to facilitate similar changes without or with minimum disruption of the working process. This carries some of the traits of the transformative leadership style as well. 
With the development of my company and the increasing workload I would assume that my leadership style will change again to accommodate the growth and the business. The only thing I am concerned with is to pick up the right Leadership Style according to the circumstances and I believe that because of this module I will be able to do so.
5. [bookmark: _Toc89173761]Conclusion


 The Emergent Leadership Skills module has proved to be very beneficial to me personally as it taught me the exact theories and skills that I need at this very moment of my life. Furthermore, the fact that the material is combined with the other model emotional intelligence additionally contributed to get a deeper understanding of the principles, models, and theories standing behind the term “Leadership” from the different perspectives of the business and the psychology.
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