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Leadership and management are very important in any organisation. While the distinction between the two is significantly blurred, management is more task-based than leadership which is essentially people based. It is often thought that through experience, management gradually becomes leadership (Algahtani 2014; Buchanan and Huczynski 2019). As such, it is the experiences that one gains during the management process that helps one to progressively graduate into leadership. Such experiences may be unique and yet provide valuable insight to help the person to demonstrate leadership. Hence as much as some theories propose that leadership is based on certain inherent characteristics, it is also possible for one to deliberately sharpen their leadership skills through training, coaching, job rotation, mentoring and shadowing. This reflection essay is about general leadership and management theories and models, their application in my work context and my leadership role as I worked at Pizza Hut as an ordinary worker, then shift manager and eventually the store manager when I quit the job. 
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Pizza Hut is a multinational restaurant chain and franchise. The company was started in 1958 in Wichita, Kansas by Dan and Frank Carney. The food chain traditionally serves pan pizza with other dishes and desserts. Pizza Hut consisted of 18,000 outlets worldwide in 2020 (Pizza Hut 2022). These outlets are spread across several continents but predominantly in the US, South America, Europe, Australia and Southern Africa. Pizza Hut currently employs approximately 360,000 employees spread across its international outlets. The restaurant chain and franchise consist of different restaurant arrangements, including family-style dine-in, storefront and carry-out formats, and other convenient hybrid arrangements. 
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Leadership and management are founded on various theories and models. Notably, some of the commonly applied theories on leadership and management include the contingency theory, situational leadership theory, transformational leadership theory, transactional theories, behavioural theory and trait theory of leadership. All these theories attempt to define leadership based on varied assumptions. While some propose leadership as an inborn aspect, others propose that leadership is a skill that can be learned and gained through experience. On the other hand, there are numerous models that also attempt to define leadership and management. Two such models that will be the focus of this writing are the Katz and Mumford models.
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This model focuses on three groups of skills, namely technical, human and conceptual skills. The technical skills apply to gain proficiency in certain activities where methods, processes and procedures are applied (Katz 2009). Human skills point to one's ability to work in and seamlessly integrate with team members. The conceptual skills are the visionary element that enables one to view the organisation as a whole consisting of diverse functions. According to the Katz model, supervisory, middle level and top-level management need to combine these skills for effective leadership (Katz 2009). At the centre of these levels is the human skills that are needed equally at all levels.
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This model proposes five components that portray the skills necessary for leadership. These include competencies, individual attributes, leadership outcomes, career experiences and environmental influences (Mumford and Gold 2004). The individual attributes combine with the competencies to determine the leadership outcomes. 
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Generally, what is evident at Pizza Hut can be described as more management than leadership. However, if there was an inkling of leadership, it can be described as transactional leadership. 
Based on the Katz Model, management at Pizza Hut showed some level of dysfunction in leadership. As much as the management demonstrated some level of proficiency in operational management, it was insensitive to the human aspect where workers were supposed to be engaged on zero hours contracts. The workers were also expected to work 91 hours per week which was insensitive to their welfare. The core leadership skills at Pizza Hut were wanting since the operational management showed some inadequacies in terms of managing people. Further, the management's interpersonal skills were inadequate since the managers lacked social perceptiveness to enrich interpersonal relationships at Pizza Hut (Mullins 2002). Being able to note the plight of the staff at Pizza Hut while I was a store manager demonstrated leadership which, according to the Katz Model, relates to the human aspect. For all to work as a team, there was a need for management to be sensitive to the plight of the workers and provide overtime and a conducive work environment to motivate them (Cooper 2004; Yukl 2012). 
Based on the Mumford Model, while I worked as a store manager, I began to develop my individual attributes, especially general cognitive abilities and personality. My concern for the plight of my team was a demonstration of such development. I knew that Pizza Hut cared the least about its staff. However, to demonstrate leadership, it was necessary as a shift manager to turn the focus on the plight of the workers (Baškarada, Watson and Cromarty 2017). Unfortunately, since the top-level management at Pizza Hut was insensitive, I was demotivated and had to quit because I could not help to achieve the change that I envisaged to be important for the organisation. 
[bookmark: _Toc111623291]MODERN LEADERSHIP AND MANAGEMENT DEVELOPMENT ISSUES 

Contemporary leadership and management must consider certain important issues, and two of such issues are diversity and ethics. Diversity involves a deliberate recognition of differences and the acknowledgement of the value that is brought about by these differences (Kuantan 2015). These differences may be gender or culturally based. This may also include age. To ensure that the workforce remains representative in terms of diversity requires that the leadership and management practice inclusivity. 
Inclusion is a practice within the organisation where people's differences are valued, and such differences are used to enhance performance. Leadership and management should work towards ensuring inclusive work environments so that every worker feels valued and not compelled to conform to certain standards (Odumeru and Ogbonna 2013). 
Currently, statistics from various reviews like the McGregor Smith Review 2017 and the Parker Review 2017 indicate a general picture among top organisations that is devoid of diversity. With fewer members of a certain race getting top-level management positions, diversity remains a critical issue that needs consideration by the leadership and management of any organisation.
Ethics in leadership and management is yet another contemporary issue. Maintaining ethical leadership requires strong will and moral standing that may sometimes contradict the wishes of the company shareholders. Generally, desirable leadership should be such as to have an obligation to work for the common good of all (Baškarada, Watson and Cromarty, 2017; Bass, B.M., 1985). Maintaining ethical leadership and management requires certain characteristics, including trustworthiness, fairness, caring, citizenship, respect and responsibility. The honesty of a leader is equated to ethical leadership. At the global level, leadership and management may extend to involve different cultures. These cultures may have different rules of conduct and ethical views. This requires authentic leadership where the leadership or management has strong values about the right thing that they should do.  
In order to succeed in leadership and management at the global level, the leaders must work with their teams, collaborating on various matters that enhance performance and bring synergy. As such, leaders in this modern age should often act as change agents and promote the desired change in their organisations by motivating staff to surmount any challenges and share a common vision that aligns with the organisational vision (Cooper 2004; Yukl 2012). Generally, to succeed as a corporate leader today, one needs to be humble but also have intellect and business acumen, which will guide them to make the appropriate choices and achieve the desired levels of prosperity.
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I joined Pizza Hut as an ordinary staff in 2015, undertaking routine responsibilities. The type of leadership that was exhibited at Pizza Hut was mainly transactional, where those in senior management positions assigned tasks and staff were expected to perform the tasks. Most of the time, the management had no regard for the well-being of the staff, only looking at the tasks they were expected to accomplish and the profits the organisation was to make. No wonder, despite my hard work, it took me a considerable amount of time to get promoted to store manager. Transactional leadership disregards the staff's welfare and focuses more on their performance. As much as we were overworked, it was not instinctive that one would get promoted, and it took a considerable amount of time working long-hour shifts to get to the store manager's position. Generally, the leadership at Pizza Hut cared little for the staff, and most would be hired at 0 hours contracts. The operational management would push staff to limits to make huge amounts of money with very few staff. I think that this is poor leadership and management, considering that staff have their basic needs, and yet the management only cares that these staffs perform their tasks without due consideration for any fair compensation. Hence once I became a store manager, I was concerned about the staff welfare, but Pizza Hut never at all considered this to be important. I realised that it was only when the worker's welfare was considered by management that optimal productivity could be achieved. Despite the poor leadership skills demonstrated at Pizza Hut, I worked long hours with other workers, which helped the store rank first among 27 others. Since the management seemed to only be concerned about the organisation’s profits, there was no reward that we received as a team despite getting this favourable ranking, which was attributed to the hard work that my team and I put in. Consequently, I think one of the most obvious disadvantages that I saw at Pizza Hut was that personal initiative was never rewarded. This is one of the reasons that caused me to quit my job at Pizza Hut as a store manager after working with the organisation for four years. The fact that we worked 91 hours per week meant that the type of leadership that was used at Pizza Hut was transactional and yet disadvantageous to the welfare of staff. Since the management at Pizza Hut thought that everyone was replaceable and hard work was not valued, workers were demotivated and, therefore, grudgingly worked to complete their tasks. The leadership and management at Pizza Hut may have relied on some of the old leadership and management theories that only value workers for the tasks they can carry out without regard for their welfare. 
According to Smith and Cockburn (2013), I can pick out some important areas where I am at in the leadership process lifecycle. I have learned to identify my strengths and want to build on these. I have also continued to learn from my successes and failures and want to continue with my professional development. Reflecting on my performance, I think I also need to improve on my organisation in people–centric ways (See appendix).    This can be achieved by deliberately improving my management skills so that I am more focused on people's welfare as opposed to tasks or activities. This means that I should be able to effectively communicate, and hence I will need to consistently improve my communication and interpersonal skills (See appendix)
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	Leadership development objective 
	Activities to undertake to achieve the objective 
	Place of development of the objective 
	Time frame 

	To improve my communication skills 
	Undertake observations at the workplace.
	At my work place 
	In the next three months to Dec 2022

	To improve my management skills 
	perform job shadowing 
	At my work place 
	In the next three months to Dec 2022

	To enhance my personal values and integrity 
	perform job shadowing and rotation 
	At my work place 
	In the next three months to Dec 2022
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