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[bookmark: _Toc77542396]Introduction
The author is a mature student successfully juggling one young child and a hectic family like, with working full time in a chemical distribution company. She has for many years wanted to pursue further education but has not found a course that would not only interest her but also assist in her goal of career development to a senior managerial position. Her goal withing the next few years following completion of her degree is to progress into a senior role and be able to create a stable and secure future for her family.
[bookmark: _Toc40641677][bookmark: _Toc77542397]Management synopsis
Regardless of the field for which you specialize or in which you have relevant work experience, there is a set of key competencies that can help you in the long run. Given the fact that both technology and recruitment methods are constantly evolving and changing, you must be prepared for all these changes and keep your relevance on the labor market. This set of skills can help you both if you want to reorient yourself professionally, and in the situation where you want to advance in the career for which you have prepared.

[bookmark: _Toc456901517][bookmark: _Toc77542398]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role:
The management style expresses the ways in which managers exercise their attributions in planning, organizing, training, and coordinating the activity being defined mainly by the attitude towards subordinates. The management style reflects the way a manager thinks and acts. (Gagne et all, 2020) 
Managerial styles were grouped depending on a series of criteria, which refer to the following:
1) attitude towards responsibility.
2) the authority exercised by the leader.
3) initiation of structure and consideration.
4) concern for production and concern for people.
5) concern for production, concern for people and efficiency.
6) the type of reasons, the characteristics of the communication, the nature of the cooperation and the way of adopting a decision. (Cunningham, Olshfski, Abdelrazek, 2009)
Depending on the criteria adopted, there were several categories of managerial styles: 
a) one-dimensional styles. 
b) two-dimensional styles
c) indifferent style.
1.ATTITUDE TOWARDS RESPONSIBILITY
Based on these criteria, the work styles of managers can be classified as follows: a) REPULSIVE style; b) DOMINANT style, c) INDIFFERENT style.
a) REPULSIVE STYLE: is characterized by the tendency to refuse promotion in leadership positions. It also shows an exaggerated respect for the independence of his subordinates. In special situations it will adopt hasty and inefficient solutions. Repulsive style managers present in general, their desire to avoid responsibilities, explains their refusal to hold leadership positions as well as the hasty adoption of decisions when, however, they are forced by circumstances to hold leadership positions. By making quick decisions, even to the detriment of their unfounded foundation, repulsive-style leaders reduce the tension produced by the state of insecurity that is inherent in any pre-decision state. (Singh and Aggarwal, 2018) 
b) DOMINANT STYLE: designates managers characterized by a behavior oriented towards the acquisition of power. People with this style are dynamic, active and generate a climate that is specific to tensions and conflicts. Dominant style leaders generally have a good opinion of themselves, a high degree of self-confidence and firm convinced that the management positions belong to them by right, only they are being fit and equipped to carry out in an exemplary manner the tasks related to these positions. (Schin, G. and Racovita, M., 2013) 
From the conviction of their own superiority derives the tendency of these leaders to maintain
own opinion and to impose itself in the adoption of decisions. In case of failure managers with this style will generally sought explanations external to their person. Thus, they will strive to shrink their own responsibility for failures, placing all responsibility on subordinates or co-decision makers. Avoiding recognition of one's own responsibility in situations of failure reduces the chances of leaders to form a realistic picture of events and identify corrective measures required by future situations.
Leaders marked by the dominant style have little chance to perfect their activity through learning. Considering themselves superior or even perfect, they do not accept the idea that they were wrong, so they will not be preoccupied with identifying the negative aspects of their own managerial style. At the same time, the high self-confidence in their own strength also explains their tendency to act firmly even in situations of uncertainty and persevere in achieving the proposed goals.
c) INDIFFERENT STYLE: emphasizes the lack of interest in one's own evolution in the hierarchy.
People with this style are not particularly looking for leadership positions, but once promoted to these positions, they have every chance of being effective managers. The efficiency of managers with such a style derives from their orientation towards weighting and the effort to fulfill their management responsibilities with the same conscientiousness as the other duties. (Zettler et all, 2016)
Indifferent style leaders have the ability to form a self-image realistic, as about others. These managers generally maintain a balance between traits assessment positive and negative of their own person, how much and considering subordinates on an equal footing. Most leaders are selected from this category.
It can be noticed that each style has favorable and unfavorable features. Hence the conclusion
that each style (repulsive, dominant, and indifferent) may or may not be effective depending on the specifics of the situation.
Thus, stylish managers are much less likely to be effective in extreme situations, dominant, grace their predisposition to make firm decisions and their ambition to persevere in achieving results. Under no circumstances will panic drivers be effective with repulsive style, because they tend to rush (hastily) to decide (to the detriment of the quality of the action) and are not predisposed to persevere in obtaining results, so they do not meet the requirements of critical situations.
2. AUTHORITY EXERCISED BY THE MANAGER
Within this criteria, two classification systems can be included: a) by managerial style categories; b) by types of areas.
MANAGERIAL STYLE GROUPS: this classification system (by style groups) includes:
a) AUTHORITY style
b) DEMOCRATIC style
c) PERMISSIVE style
AUTHORITY STYLE: it is proper to those managers who refuse to accept the participation of subordinates in the performance of managerial duties. Authoritative style managers make decisions about goals in a personal way and the means to achieve these objectives. They will be concerned with the accomplishment of the tasks, of control over how distributed tasks are performed. These leaders give unlimited confidence to the organizational measures in the direction of achieving the objectives. In terms of the consequences, the authoritarian style will trigger the unexpressed resistance of subordinates. Such a managerial style reduces the possibilities for development professional skills of subordinates. (Mora, C. and Ticlau, T., 2012) 
The restriction of these possibilities derives from the limitation to the exclusion of subordinates from decision making. The impossibility to participate in the decision diminishes the sense of responsibility, hinders the creative interest participatory. This style paves the way for exaggerating the critical attitude or towards erasure of the professional interest (professional alienation) of subordinates. Likewise, the exaggeration of the control will have the effect of disorienting the executors in the absence of the manager, which induces, causes the need for control. Reducing work efficiency in the absence of the manager will cause him to intensify control. So, by extending the time allotted to control, authoritarian-style managers simultaneously reduce the time allotted to creation, innovation. The dysfunctional effects of exaggerated control are:
• shifting the interest of subordinates from the objective to be achieved to the observance of norms (rules).
• creating an increased need for control.
The mechanism that explains such a situation is based on Thomas's theorem according to which a false definition of a situation becomes true through its consequences.
DEMOCRATIC STYLE: it is characteristic of managers who ensure the participation of subordinates in the leadership process. Managers with such a style call for collaboration
subordinates both in setting goals and the distribution of tasks. (Crosby, G., 2021) 
In terms of consequences, it is appreciated that the democratic style determines a reduction of attentions, conflicts, a strong participation.
The performance of the group is due to the presence or absence of the manager. The orientation of managers with this style towards reduced control generates reserves for innovative work.
PERMISSIVE STYLE: is characterized by avoiding any intervention in organization and group leadership, with an emphasis on organization and spontaneous leadership. The presence or absence of the manager has no effect on performance. The difference between the style permissive and the democratic style consists in the state of morality. In the case of the democratic manager, morale is high because the leader supports the group. In the case of the permissive manager, the morale is a bit lower, because the leader does not support the group in fulfilling tasks. Alternatives to this classification system are known in the sociological literature. These alternatives target the categories of authoritarian style and democratic style, keeping the same distinctions essential between the two categories of stimuli. (Leadership style and workplace hostility, 2018) 
The author will also make a note of the laissez-faire leadership style which is, in fact, a lack of leadership. These leaders avoid making decisions, abdicate their authority and they are absent when needed ("Avoid involvement"). Although conceptually similar to passive exception management, moreover, this form of leadership is characterized by lack action even when a correction is required. It is the most inefficient driving style. 

[bookmark: _Toc77542399]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.
Fiedler's model was built on the relationship between leadership style and the advantage of the situation, the degree to which a leader can control and predict the consequences of a certain behavior. Fiedler believed that leaders could apply two different styles of leadership to associates. One style is characterized by affection and a tolerant attitude towards associates, while the other demonstrates an unfavorable attitude, i.e., a dominant attitude towards associates. (Strube, M.J. and Garcia, J.E., 1981) 
In creating the contingent model, Fred Fielder starts from the premise that it is easier to appoint to a position a leader who fits the given situation, rather than to adapt a given leader to that situation. The Austrian psychologist shows that leaders can change their leadership style, be flexible, so that the style is in accordance with the situational factors. From his perspective, the leader is the individual who must lead and coordinate the tasks of the group, or the person who is responsible for carrying them out when he did not no leader was appointed. (JUSTIS, R.T., KEDIA, B.L. and STEPHENS, D.B., 1978)
The author believes that a task - oriented leadership could be effective in various natural disasters, such as fires or floods. In a situation marked by a degree great uncertainty relation between the leader and the members of the group are generally poor, the load is unstructured, and the strength of the position is weak. Under these conditions, the one who will assume.
leadership, will often be a person who does not know the group very well. One in such a situation, the task-oriented leader, who manages to achieve his goals, is the most efficient. A relationship-oriented leader would waste a lot of time with relationship issues, and situations could get out of hand, which would most likely involve even loss of life.
A special situation can be encountered in the case of the so-called "Blue collars" (workers),
who feel the need for very well-structured tasks that allow them to know very clearly what they have to do? The power of the leader's position can be very high if the leadership supports its decisions. In addition, even if the leader is not, one oriented towards relationships with others, the leader relationship group will be very strong if it manages to get promotion or salary increase desired by subordinates. And in this case, the task-oriented style is more effective than that relationship-oriented. Instead, the relationship-oriented style is preferable given the situation moderately favorable or safe. Such a context is one in which leader-subordinate relations they are good, the load is unstructured, and the strength of the position is weak. A conclusive example in this can be provided by the situation of researchers (scientists) who prefer to dispose freedom to follow their creative instinct in solving problems, and not to receive tasks already structured by superiors. Therefore, such situations can be coordinated more effectively by relationship-oriented leaders, rather than task-oriented ones.
Fiedler's theory dispels the myth that there is only one style of leadership considered the best and the fact that leaders are born and not trained. His ideas support the theory that almost every manager in an organization can succeed if it is put in a situation appropriate to his leadership style. (STEFAN PRUNĂ, 2018) 
House's model or "Path - Goal" model focuses on the expectations and motivation of employees. It starts from the premise that employees expect to achieve high results based on it and a high reward, and the task of the leader is to help them and explain how they can achieve this goal. This model distinguishes leaders' styles according to their ability to observe differences between employees and based on them to create different reward schemes according to individual contributions. There are four forms of behavior of leaders: managerial behavior, which has a positive effect on subordinates when the task is of great importance, gives a negative impact in a situation where the task is clear; supportive behavior, which contributes to increased employee satisfaction at work that causes monotony, frustration, and stress; result-oriented behavior that seeks to inspire employees to engage more and accept challenges. In addition to the high evaluation of results, the leader will also create opportunities for the development and promotion of subordinates; participatory behavior, which involves a high level of involvement of subordinates in the decision-making process, developed communication, information, and trust. (Path-goal leadership model, 2016) 
It is a situational theory of leadership that targets situations in which various behaviors of leaders are most effective. The most important activities of leaders are considered those related to clarifying the routes to the various objectives of interest to subordinates. Such objectives are promotions, personal achievements, pleasant work climate. The possibility of achieving such objectives will generate professional satisfaction, acceptance of the leader and availability for effort. An effective leader must train a connection between the subordinate 's personal goals and the organization' s goals which it is part of.
Robert House believes that professional satisfaction and acceptance of the leader can obtain only if subordinates perceive the leader's behavior as the leader of immediate or future satisfactions. Subordinates will reject the leader's behavior perceived by them as unnecessary or helpful. In order to obtain the availability of subordinates for the effort, the leader must give rewards based on performance and be sure that subordinates have an image clear on how they can get rewards. The leader must provide support subordinates through guidance and training. (HUMPHREY, R.H., 2014). 
The author, considering the situational factors, conclusion that emerges for the leader consists in fact that in order to be effective it must use to its advantage the motivating aspects and satisfying and compensate for the demotivating or bringing aspects dissatisfaction. So, leaders can increase employee effort and productivity by clarifying the objectives and the path to be followed to achieve them. (Odoardi, Montani, Boudrias and Battistelli, 2015)

[bookmark: _Toc77542400]Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change. 
It is common to distinguish between corporate and managerial skills. As the boss works within the company, he must respect the corporate rules and be as faithful as possible to the organization's policies. Like other employees, he must constantly improve his skills, have good relationships with colleagues, be purposeful and maintain a team spirit. But, along with corporate skills, the position of a manager imposes additional obligations on a person. To reach the level of his position, the leader must have the appropriate skills. If this does not happen and any manager sooner or later reaches the limit of his abilities, both intellectual and physical, then a person risk losing his job, and this happens quite regularly. 
The author considers that in a hierarchical system, any person can rise to the level of his incompetence. This means that the leader will climb the ladder of his career until he occupies a position in which he will not be able to cope with his duties. I mean, he will be incompetent. (BRANDON, W.S. and KRAHNKE, K., 2017)

To avoid this, the manager must constantly work on his skills. The level of competence is not only improved by continuous practice - but today managers also have to participate regularly in seminars and trainings, where they can learn new approaches in personnel management. It is very easy to cross the threshold of your own incompetence without advanced training, because in many companies, promotion is closely linked to work experience. Thus, a new position may be the last in the activity of a poorly trained manager. (APPELBAUM, S.H., LEFRANCOIS, F., TONNA, R. and SHAPIRO, B.T., 2007). 
Communication: As a leader, you need to be able to explain clearly and concisely everything to your employees, from organizational goals to specific tasks. Leaders must master all forms of communication, including, and fully staffed one-on-one departmental conversations, as well as telephone, email, and social media communication. Much of the communication involves listening. Therefore, leaders should establish a constant flow of communication between themselves and their staff or team members, either through an open-door policy or regular conversations with workers. Leaders should be available on a regular basis to discuss issues and concerns with employees. (Normore, A.H., 2019)
Prime example as per the authors work events: ‘’This year you have shown an average level of effort, but, unfortunately, you did not manage to achieve all the objectives in the planned way and with the desired results, but I am sure that next year you will succeed better”. In this way you communicate assertively, where the basic principle being “It doesn't matter what you say, but how you say it!”
Motivation: leaders need to inspire their workers to go the extra mile for their organizations; just paying a fair salary to employees is usually not enough inspiration (although it is too important). There are a number of ways to motivate workers: you could build self-employment through recognition and rewards, or by giving employees new responsibilities to increase investment in the company. Leaders need to learn what motivators work best for their employees or team members to encourage productivity and passion. (Adair, J., 2019)
The author realized within her workplace that the employee's motivation is related to the manager's art of influencing his behavior. Once you are aware of this, there is a chance to get good results at the subdivision / authority level / publishes, as well as at the individual level. Managers cannot order their employees to be motivated; what I can but it does create an atmosphere through which to cultivate responsibility, dedication, and improvement in the workplace. Some managers choose a shorter but not effective path - they try to motivate through fear. However, this method quickly loses its effect. True managers motivate through their personality and authority, not out of fear. Only motivation through authority is lasting. To maximize the potential of their employees, modern institutions and managers have changed their approach to “ordering and
control” to “consult and support” as effective ways of employee motivation. This change of attitude has begun when managers understood that recognition of achievements or good performance is much more effective than the punishment for poor performance.
At work, every employee is motivated by different things, but the manager's goal is to influence employees' behavior in order to correlate their motivation with the needs of public authority.
As you can see, the motivation of the staff is one among the key challenges of leaders at all levels. Is not at all easy, but at the moment you will critically analyze the style practiced by
management, communication and working with your employees, you will be able to develop your strengths and overcome your limitations, then you will become a true MANAGER. And the ability to motivate employees will be internalized and will be part of your way of being!
Delegation: Leaders who try to take on too many tasks by themselves will struggle to get something done. These leaders often fear that delegating tasks is a sign of weakness, when in fact it is a sign of a strong leader. Therefore, you need to identify the skills of each of your employees and assign fees to each employee based on their skill set. By delegating tasks to staff members, you can focus on other important tasks. (CRISFIELD, P., SOLLARS, L., 1983)
Positivity: a positive attitude can go a long way in an office. You should be able to laugh at yourself when something doesn't go as planned; this helps to create a happy and healthy work environment, even during busy, stressful times. (ALVESSON, M. and EINOLA, K., 2019)
Advice from the authors point of view: simple acts, such as the fact that employees about their vacation plans will develop a positive atmosphere in the office and raise morale among staff members. If employees feel they are working in a positive environment, they will be more likely to want to be at work and will therefore be more willing to put in long hours when needed.
The author will always take the initiative, look beyond the tasks in the job description, think long-term about what would be beneficial for the department and the company, try to get involved and come up with ideas to do the work, which goes beyond the daily routine.
While you would not want to claim additional liability in the second week at work, once you have been in a position long enough to become an expert, you can share with your manager that you are eager to increase your leadership skills. Ask how you can help yourself — are there future projects that require a point person? Is there any work you can take off from your manager to-do list?
Aim for specific skills: If you have a specific skill that you want to develop, whether it is creative thinking or communication create a plan to improve your skills in this area. This could mean taking a class, finding a mentor to help, reading books, or setting a small goal that forces you to develop this skill. Talk to managers and co-workers, as well as friends outside the office, to help develop the plan to improve. 
The formula for managerial success is presented by Kreitner: 
[image: Graphical user interface, text, application

Description automatically generated]
in which success (S) is the product of managerial ability (A), motivation to lead (M) and the opportunity to lead (O). The formula is designed so that if one of the terms is zero, managerial success becomes zero.
All of this may be the subject of longitudinal empirical research, probably over several years. That's all more difficult, as the application of psychological tools to leaders in an organization is often met with suspicion and reserve. But the psychological culture is booming. And then, who knows? For the new generations of psychologists this topic can be a challenge. Success!
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