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[bookmark: _GoBack]Marks & Spencer (thereafter also M&S) was considered until the end of the previous century a worldwide outstanding model retail company for the best practice adopted not only in the management field. The company through its history faced some fall period but was always able to rise stronger thanks to excellent management choice made by outstanding and innovative leader. The object of this assignment is to highlight how in Marks & Spencer history there are good example on how leadership inspired and motivated staff member to improve performance. 
The historical company’s ability of doing successful business outside the conventional scheme made them a model of management and business that competitors wanted to emulate. Over the Simon Marks’ fifty years of leadership (1916–1964) the company became worldwide famous for the impressive welfare and the management scheme (Tse, 1985). This prosperous period was also the background which allowed the rapid expansion of the brand along with the opening of stores of Marks &Spencer outside the UK in Europe, for example with new stores in Spain and Hungary, and Worldwide, most remarkably in Hong Kong.
In 1991, Sir Richard Greenbury become Chief Executive Officer of the company and even though until the beginning of the 1998 the shared value of M&S increased, the business model became “cost control driven”, the attention for the customers decreased and opposition outside the boardroom was not tolerate (Mellahi et all, 2002). The year 1998 marked the beginning of M&S survival crisis with a considerable drop in shareholder value and pre-tax income (Mellahi et all, 2002). As Mellahi, Jackson and Spark point out, one of the causes that lead to the crisis of Marks & Spencer can be traced to the inability of the board to react to the rapid change in customers behaviour.  Managers were unable to change from the old paradigm and follow the new environment, for example in M&S store were not accepted payment by card apart from the company own issued card. At this time is it clear how M&S was not ready to change on the management level and, moreover, was missing what in Roger Gill words is required to introduce change successfully: leadership (Gill, 2003). 

 In the early year of the current century, as part of the recovery strategy a major initiative was introduced under the new Chief Executive Officer Luc Vandervelde (2000-2004) to change the corporate culture and promote the consultation between managers and employee (Gill, 2010). This operation and the positive outcome seem to corroborate the “Theory 2” elaborated by F.J. Yammarino and F. Danserau in their extensive research on Organizational Behaviour. The Theory 2 states that: “investment and returns are positively related based on between-dyad differences (whole dyads)” (Yammarino, Danserau 2009). In the Marks & Spencer case the material level of the dyad can be identified as employer-manager, but the real immaterial dyad consists of the leader, Luc Vandervelde and the employee. The CEO promoted the consultation and managers and staff beginning to work together on key business issues and as a response the company obtained a clearer sense of direction. 
Marks & Spencer survived the new millennium but in the 2002 the company had to face another fallback until in 2004 Sir Stuart Rose become chairman of M&S and in his impetus of rebuild, he not only closed and selloff some branches but had as a principle to maintain solid foundation (Hargreaves et al., 2014). His leadership style was really appreciated to the point that even store manager and middle-level manager praised him.  The ability to retain the company traditional value while stressing the importance of changing practices was the fil rouge of Rose leadership that motivated staff members and improved performances. 
Sir Stuart Rose leadership was also concerned about the sustainability, he took hundreds of senior managers to the cinema to watch a documentary with aim to raise awareness about the danger of global warming.  This choice was not only a team-building effort, but he also emphasized the need of bigger attention regarding sustainability, encouraging the employee to be more conscious and motivated (Hargreaves et al., 2014). 
Luc Vandervelde and Sir Stuart Rose did not perform a rebranding of the company, but they moved it forward while motivating and inspiring employee in different way but with some similarity. The two of them made a connection between the future, promoting consultation and focusing on sustainability, and the past without erasing the original value that lies at the foundation of M&S. In doing so they also boosted the productivity and the income of the company. In other word their leadership, especially in regarding to rose, can be re-conducted to the uplifting leadership as outlined in Hargreaves, Boyle and Harry in their work “Uplifting leadership”. 
In recent times Marks & Spencer keep his management style between holding the foundation principles of the company and facing the new challenge modern society offers. In a practical way, the new Chief Executive Officer Steve Rowe set up a three-phase transformation program where the first phase is “Fixing the Basics”.  This change is facing the business organization, the culture and most importantly the people to continuing improving the brand. As regarding people, the CEO is upgrading the decision board promoting two executives to chief operating officer with the purpose of face up the new challenges and, in his own words “to move into the next phase”. However, Steve Rowe’s leadership cannot be fully analysed since his plan to uplift the company is still in process and he still is M&S CEO. 
The history of the company Marks & Spencer, especially the facts outlined in this paper, show us the importance of leadership for stuff member and performances. Good managers without the leadership skills as Sir Richard Greenbury can increase the income of a business but this improvement will last shortly. On the other hand, leaders, more specifically uplift leaders as Luc Vandervelde or Sir Stuart Rose can increase incomes, push the company forward, improve performances and moreover can put in place strong team-building initiative to motivate stuff. 
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