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[bookmark: _Toc139531875]Introduction 
This assignment will aim to provide a critical analysis of a recognised leadership theory, namely transformational leadership, and its impact on individual workplace performance. 
Secondly, the author will evaluate their own ability to fulfil the leadership role, by utilising a range of leadership styles in certain situations, with a variety of people. 
Finally, the author will assess their own ability to set direction, motivate, delegate and empower others in order to deliver a workplace change. 

[bookmark: _Toc139531876]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual workplace performance. 

[bookmark: _Toc139531877]What is Leadership?
Leadership can be defined as the process of guiding and influencing groups or individuals towards a common goal (Kruse, 2013). It involves the ability to motivate, inspire, and influence others to achieve desired outcomes. Leaders make decisions, provide direction, and create an environment in which individuals are able to contribute their best efforts (McKinsey & Company, 2022). Leadership is not always limited to formal positions; it can emerge at various levels within any organisation or in other social contexts. Effective leaders possess a combination of behaviours, skills and traits that enable them to effectually communicate, build relationships and motivate people towards achieving shared objectives (Yukl, 2012).  
[bookmark: _Toc139531878]Transformational Leadership and its Impact
Transformational leadership is a leadership style that focuses on inspiring and motivating followers to achieve exceptional performance and personal growth (Burns, 1978. Bass, 1985).  Transformational leaders have the ability to create a compelling vision which they communicate effectively to their followers. They inspire and motivate individuals by challenging the status quo, encourage creativity and innovation, and set high expectations. These leaders often exhibit charisma, enthusiasm, and passion which energises their followers and creates a sense of commitment and loyalty (Stewart, 2022). This is powerful, because when a leader has the ability to inspire employees in this way, it ensures that they want to achieve positive results, and are therefore motivated and committed to working towards shared goals.  
Although transformational leadership has its own distinct characteristics, it does share some similarities with other leadership styles. For example, charismatic leadership. Charismatic leaders possess a compelling vision, strong charisma, and the ability to inspire and influence followers through their personal charm and appeal. The inspirational and charismatic aspects of this leadership style are very similar to those of transformational leaders (Conger & Kanungo, 1987). However whilst charismatic leaders focus on their personal qualities, transformational leaders place more of an emphasis on the development and empowerment of their followers. Similarly, authentic leaders, like transformational leaders, motivate and inspire others by creating a sense of purpose and aligning personal values with organisational goals (Avolio, et al., 2009). Both leadership styles see the development of followers' potential and the creation of a positive work environment as a priority.
Numerous studies have indicated a positive relationship between transformational leadership and individual workplace performance. For example, a meta-analysis by Judge and Piccolo (2004) found a significant correlation between transformational leadership and employee performance. The study revealed that transformational leaders were more likely to inspire their followers to exceed performance expectations and engage in extra-role behaviours. This is interesting, as it suggests a transformational leader can result in employees going ‘above and beyond’ their expected duties. Transformational leadership has also been associated with increased employee motivation and job satisfaction. One study demonstrated that transformational leadership behaviours positively influenced employee intrinsic motivation, which in turn enhanced job satisfaction and performance (Lowe at al., 2015). Again, this is extremely encouraging, being that research has shown that motivated employees are more likely to invest effort and strive for excellence in their work (Eisenbeiss, et al., 2008). Moreover, transformational leaders have been shown to enhance employee creativity and innovation. By providing intellectual stimulation, encouraging new ideas, and challenging the status quo, transformational leaders create an environment that fosters creative thinking and problem-solving (Shin & Zhou, 2007). This is important, as encouraging creative thinking, and generating novel solutions, can enhance individual performance in tasks requiring innovation (Zhang & Bartol, 2010). 
[bookmark: _Toc139531879]Steve Jobs
Steve Jobs is a good example of the impact of transformational leadership in practice. Jobs was known for his vision and ability to motivate and inspire his employees at Apple, achieving exceptional results. Jobs demonstrated transformational leadership by setting high expectations and challenging his employees to think differently and push boundaries. He aimed to foster a culture of creativity and risk-taking, encouraging his team to pursue bold ideas and innovative technologies. Moreover, Jobs was known to be charismatic and inspirational, which instilled a sense of passion amongst his employees. The impact of Jobs’ transformational leadership is notable, with Apple launching a series of ground-breaking products, such as the iPhone whilst he was in charge. Apple's market value and brand reputation soared under Jobs' leadership, resulting in them becoming one of the most valuable and influential companies in the world (Isaacson, 2011).
[bookmark: _Toc139531880]Transformational Leadership Criticisms
However, it is important to acknowledge that transformational leadership has some limitations. One criticism is that the theory may not be equally effective in all contexts or for all individuals. One study suggests that the effectiveness of transformational leadership may vary depending on factors such as cultural differences, organisational structure, and follower characteristics (Hartog, et al., 1997). This is an excellent point. Not everybody reacts in the same way to the behaviour of others, regardless of how charismatic they may be. This is why situational leadership, the theory that the leadership style should be adjusted in response to the specific situation, is so popular (Wolf, 2022). 
Re-visiting Steve Jobs, it is important to note that his leadership style also had its drawbacks. His perfectionism and the high demands he placed on employees had the potential to create a high-pressure work environment (Isaacson, 2011). This is relevant because it is an example of how transformational leadership may not always be appropriate, and its success can be dependent on the traits of the individual employee. A person who is sensitive to stress, may not have prospered under Jobs’ leadership.
Another limitation is the potential for leaders to engage in pseudo-transformational leadership behaviours. Pseudo-transformational leaders may display charismatic and inspirational qualities but use them for personal gain rather than the collective good. These leaders may manipulate and exploit their followers, which can have detrimental effects on individual performance and well-being (Howell & Avolio, 1992). There is the potential for transformational leaders to become excessively focused on their own image and personal success, leading to a disregard for ethical considerations (Tourish, 2013). This is an interesting point, as there will always be people who exploit others for their own means, and the traits needed to be a transformational leader, are very similar to the traits needed for to successfully manipulate others, such as charm, charisma and confidence.
[bookmark: _Toc139531881]Summary
To summarise, evidence suggest that a transformational leader has the potential have a significant impact on the performance of an individual, by inspiring and motivating employees, creating a supportive and engaging workplace culture, and fostering personal growth. However the organisational results can depend on the integrity of the leader and their personal values, as the transformational leadership style has the potential to be exploited. Its effectiveness can also vary depending on individual preferences, characteristics and situational factors. Leaders and organisations should carefully assess the context of the situation and the individual to determine whether or not a transformational leadership style is appropriate. In the right conditions, transformational leadership can have an extremely beneficial impact on the performance of an individual. 
[bookmark: _Toc139531882]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.

Effective leaders should have the ability to use a range of leadership styles, depending on the particular situation or person they are dealing with. Different situations require a different approach and leaders that are able to utilise a range of styles are better able to adapt to a variety of circumstances, such as dealing with team dynamics, or managing change (Herold et al., 2008). Leaders that can employ different styles are also more likely to have a strong relationship with their team. Research found that the ability to use a range of leadership styles has a positive impact on employee satisfaction and commitment, as well as performance and development (Judge & Piccolo, 2004). These are valid points, as no single leadership style will be appropriate in every situation, with every person. To be effective, leaders need to develop a repertoire of styles, and have the ability to select the most appropriate one for the situation they are presented with. 
A situational leadership self-assessment questionnaire (Northouse, n.d. Appendix A) identified me as having a participative, supportive leadership style, whilst a ‘leadership styles’ questionnaire identified me as being a democratic leader (Northouse, n.d. Appendix B). 
[bookmark: _Toc139531883]Situational Leadership 
Situational leadership is a leadership model that states the most effective leaders are those who can adapt their leadership style based on the specific needs and demands of different situations and individuals. The theory proposes that there is no one-size-fits-all approach to leadership and that effective leaders must be able to assess the readiness and competence of their followers and adjust their leadership style accordingly (Hersey and Blanchard, 1969). This seems like a common sense approach. According to the Hersey-Blanchard model, the four leadership styles are directing, coaching, supporting and delegating.
According to the self-assessment, my dominant leadership style is supportive, while delegating and directing were the areas where I scored lowest. I believe this to be a fair assessment. Supportive leaders tend be driven by the followers rather than by the leader and is therefore a more relationship orientated style than task orientated (Shriver, 2023). This means they have trust in the ability of the employees they lead, and their main goal is to increase their confidence and motivation, and offer support, rather than directing them. I do this by actively listening to the members of my team and providing regular constructive feedback. This style is better suited to team members who are capable and know what is expected of them however, and is not so appropriate for newer team members that need more direction. 
An example of this in practice was when I was promoted to the head cashier role during my time working in a casino and had a small team to lead. My team members were experienced and settled into their roles and didn’t need much guidance at all. I had full trust in their abilities, so I felt all I really needed to do, was offer support. I ensured they knew I trusted them, and I had confidence in their ability. I provided regular positive feedback to try and ensure they felt valued and appreciated, and I made sure they knew my door was always open if they needed anything. I feel like we were a close team, and had a very good working relationship, and they knew I always had their back in the event that mistakes were made or anything went wrong.
However when it came to the time when we needed to train a new cashier, I had to adapt my style to be able to offer support and guidance to someone with no prior experience, and this is the part of the job that did not come so naturally to me. I had to become more directive and micro-manage more than I was comfortable with. Additionally, there were instances that I had to have difficult conversations when there were performance issues which I found very difficult, as I am uncomfortable with conflict. There were also occasions when I would complete a task myself rather than delegate, as I knew it would be completed properly and timely. On reflection, I can see that was not the best course of action but is certainly in alignment with my low score on directive and delegation leadership styles. 
[bookmark: _Toc139531884]Democratic Leadership Style
Democratic leadership is a style of leadership that encourages collaboration, participation, and decision making among team members. Democratic leaders encourage team members to share ideas and suggestions, that can encourage increased engagement in employees (Vroom & Jago, 2007). Democratic leadership has parallels with the supportive leadership style, in that democratic leaders aim to create a work environment in which individuals feel valued and respected, encouraging them to reach their full potential (Avolio & Gardner, 2005). These are valuable qualities in a leader and can have a positive impact on team results and job satisfaction.
The leadership style questionnaire identified me as scoring highly as a democratic leader, which I was very pleased about, as I do think it is one of the styles I prefer in those that lead me. I am a little conscious when using self-assessments, as I worry I have chosen the ‘best’ answers, rather than the most honest ones. If that is the case then, it could be asserted that this is the leadership style I aspire to. That being said, I do agree that teams should work collaboratively as much as possible, and always encourage ideas and suggestions from all team members, regardless of position or experience. I really believe this is the best way to come up with a range of effective solutions that you wouldn’t necessarily get with a more autocratic leader that makes all decisions themselves, based on their own experiences. I scored mid-range as a laissez-faire leader, and low as an authoritarian leader, both of which I agree with. 
An example of my leading democratically is when my current line manager at the Driver Vehicle Standards Agency (DVSA), asked me to take the lead on the work my team needed to complete to gain our official payroll re-accreditation recently. My first step was to arrange a meeting for all team members to discuss how best to approach the task and divide the work. This ensured we all had equal input with regards to decisions, and nobody was given any tasks they felt uncomfortable with. The drawback for me being in the leaders’ position was that I did assign myself the tasks that nobody else wanted, as again, my fear of conflict and making unpopular decisions came to the fore. When it came to completing the work, I took a step back and took on more of a laissez-faire approach. I trust and respect my colleagues, and they were aware that I was there if they required support. When the work was complete I reviewed it, provided feedback and made any necessary edits before submission. The re-accreditation was successful which was a great result for the team.
Whilst this approach worked well in these circumstances, I believe I am lucky to work with a team that are hardworking, trustworthy and experienced. If I had to lead team members that lacked those qualities and were demotivated, I would likely have to take a more authoritative and directive approach, which is not a leadership style I feel comfortable with or would enjoy working under. I think the assessment was accurate for me in this example.
[bookmark: _Toc139531885]Leading by Demographic	
In recent years, workplaces have rightly placed much more importance on inclusivity, as businesses have realised the value of diversity within an organisation (CIPD, 2019). Inclusive workplaces are more innovative, have increased creativity, and higher levels of job satisfaction and retention (Herring, 2009). This can, however, pose a dilemma for leaders, as to whether they need to adapt their leadership style depending on the demographic of those they lead (Riera, 2021).
Whilst completing the self-assessments, I have been reflecting on whether or not I treat people differently according to their demographic, such as age, gender and cultural background. Whilst I like to think I treat people equally, I have to acknowledge that there are times that I do, albeit unconsciously. As an example, I tend to be more friendly and easy-going when leading other women and am more serious when leading male team members. I believe this is because of an unconscious bias I have that women have to work harder to be taken seriously. I am also more laid back and will joke around with team members younger than me but am more serious and respectful when dealing with those that are older. This is something I am actively trying to avoid doing, as I do not believe there is a ‘best’ way to lead people of a certain age, culture or gender, and there is a real danger of stereotyping. People are individuals and are all different, so I believe as long as the leader is respectful, has a willingness to learn, and has high emotional intelligence, they should be able to read individual personalities and preferences and adapt their leadership style based on the situation and person they are dealing with, rather than assumptions based on their demographic. 
[bookmark: _Toc139531886]Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.

Managing change in the workplace requires effective leadership to ensure successful implementation. To ensure employees understand the need for change and the impact its impact on the organisation, leaders should articulate the reasons for the change, the end goal and the benefits the change will bring (Kotter, 2022). This is important, particularly when setting direction, as it gives employees a clear idea of what is expected of them and the reasons why. Communicating the benefits of the change with employee will also enhance motivation. Leaders should also establish a consistent and clear strategy to keep employees informed throughout the process. Communication should be timely, transparent and seek to address concerns honestly (Dewar et al., 2020). Additionally, any skills and knowledge gaps that the change may require should be identified early in the process so that training and support can be offered to employees, in order to build confidence (Hiatt & Creasey, 2012). This is vital, as when employees are informed and have sufficient training, they are able to confidently complete a number of tasks, making delegation far simpler. It is also important for leaders to involve employees in the change process by seeking their input and participation (Prosci, 2023), this will empower individuals, and therefore increase their productivity. 
Although the most effective leadership style for delivering change can vary depending on the situation, organisational culture, and nature of the change, participative leadership and visionary leadership styles are particularly effective for bringing change to organisations (Becker, 2022). Participative leaders involve employees in the change and decision-making process by seeking ideas and input from their teams, which fosters a sense of ownership and commitment. By involving employees, leaders can benefit from diverse perspectives and increase the likelihood of successful change implementation (Yukl, 2013). Visionary leaders bring an inspirational vision for the future and are able to communicate it effectively to their employees. They align their teams with their vison, providing purpose and direction, thus inspiring creativity and embracement of the change (Bennis & Nanus, 1985). 
[bookmark: _Toc139531887]Setting Direction
Setting direction refers to the act of defining goals, providing guidance to employees and establishing a clear vision. It involves outlining the organisational objectives, mission and strategies to guide employees towards achieving desired outcomes. Leaders that effectively set direction, provide clarity, inspire their peers and align efforts to drive success (Kotter, 2023). This makes sense, as without a clear idea of what the organisation wants to achieve, employees would lack a sense of purpose which can negatively impact productivity and motivation. 
Setting direction is imperative when delivering workplace change. It ensures team members are working towards a common goal, which in turn promotes synergy and effective collaboration, leading to successful change implementation (Kotter, 1997). It can also provide clarity for employees ensuring they have a well-defined understanding of what the change aims to achieve, as well as creating a sense of purpose (Covey, 2004). Furthermore, a meta-analysis by Armenakis and Bedian (1999) concluded that vision and strategic direction significantly contributed to successful organisational change. It is clear to see why setting direction should be a priority for a leader when seeking to deliver changes within the workplace. 
Participative leadership can play an important role in setting direction. By involving employees in the decision-making process and encouraging their active participation, participative leaders can effectively establish a shared vision and direction for change. A study by Cummings and Worley (2014), indicated that participative leaders who engage employees in setting goals and direction for change, foster higher levels of commitment and ownership among employees, leading to more successful change implementation. Similarly, visionary leadership are also adept at setting direction. Visionary leaders inspire and motivate employees by providing a compelling vision of the future and a clear direction for change. One study found that visionary leaders who articulate a compelling vision and set a clear direction for change create a sense of meaning and purpose among employees, leading to higher levels of commitment and motivation to achieve change goals (Avolio et al., 2009).
I consider myself to be a strong communicator, so am able to clearly set goals and provide guidance as a leader. My situational self-assessment identified me as a participative leader (Appendix A), so I do believe I have the necessary qualities required for setting direction. I actively seek to involve my team members in all discussions and encourage them to be involved in the decision-making process. I am able to clearly communicate goals, objectives and highlight the benefits that any change will bring to my colleagues. However I do not consider myself to be a visionary, or to be inspirational, so I believe these are my weak areas when it comes to setting direction. I think to be inspirational you need to be quite charismatic and confident, and I don’t consider myself to be either of those things. However, I believe that the value and trust that I have for my team members makes up for that, and the strong working relationship we have ensures we are equally committed to achieving our organisational goals. 
As an example, in my current organisation, we are working on a project to simplify our processes by using technology and automation. For the initial phase, I was required to meet with external stakeholders who would be reviewing our processes and recommending suitable improvements. The first step I took was to meet with my team and discuss our processes, what frustrations we had with them, and to gather their ideas for improvements. I encouraged openness and honesty and communicated exactly what we wanted to get out of the exercise, and the potential benefits for the team. The goal was to make our lives easier! This meant that my team members were enthusiastic, focused, motivated, and keen to share ideas, as I had clearly outlined a benefit that would positively impact them, and not just the organisation. I believe, therefore, that one of the most important factors when setting direction, is to clearly highlight the benefits that the change will bring, thus giving a sense of purpose to team members. 
[bookmark: _Toc139531888]Motivation
Workplace motivation refers to the psychological forces that drives individuals to initiate and sustain effort, commitment, and enthusiasm towards achieving work-related goals. It involves the internal and external factors that energise, direct, and maintain behaviour within the organisation. Motivation plays a crucial role in influencing employees' engagement, productivity, job satisfaction, and overall performance in the workplace (Heyns & Kerr, 2018). This is important, as without a motivated team, it is very difficult for leaders to ensure their organisational goals are achieved successfully and timely. 
A leader’s ability to motivate their team members during workplace change is vitally important. Change initiatives can be met with resistance, scepticism, and uncertainty, which can negatively impact employee morale, productivity, and ultimately, the success of the change effort. Leaders who possess effective motivational skills can inspire and engage employees, helping them navigate the challenges and embrace the change (Oreg et al., 2011). Furthermore, leaders that are able to motivate their employees create a positive change culture within the organisation, fostering an environment in which employees feel supported, valued and empowered to contribute towards change efforts (Judge & Piccolo, 2004). One study found that motivational leaders significantly reduced resistance to change amongst their employees (Choi & Ruona, 2010). It is apparent that delivering change is far more effective when the leader is able to successfully motivate their team. 
Participative leaders are able to increase motivation within their team by involving them in each step of the change process. Research has found that leadership behaviours that enhance intrinsic motivation, such as participative decision-making, positively influence employee commitment to change (Oreg et al., 2011). Likewise, visionary leaders with the ability to inspire their teams by communicating a clear vision for the future, are able to motivate employees to work together towards a common goal. Research by Sosik and Godshalk (2000) found that visionary leadership positively influences employee commitment and motivation.
I do not consider myself to be particularly motivating as a leader, as I think it is a quality I link with charisma. However, I believe the strong relationship I have with my team is an advantage. I know their strengths and weaknesses, I know their preferences, and I know what interests them, all of which are helpful when it comes to motivation. I also prioritise letting them know they are valued and appreciated which can also help. I would like to think these strengths are enough to motivate my team when we are aiming to bring any changes in the workplace.
As an example, my team have recently been involved with the creation of a chatbot to assist with answering payroll queries. This was my suggestion, and I was extremely pleased when I was informed it had the go ahead, as I feel passionately about the benefits it could bring the team. I have communicated with my colleagues every step of the way and asked them for input and ideas about the benefits they would most like to see from the project. I have been informed by my line manager that my enthusiasm for the project played a huge part as to why it’s going ahead, as the whole team has been caught up in my enthusiasm and are hugely motivated as a result. This has made me realise that I am able to motivate my team if the change is something I myself am motivated about bringing. I therefore consider my own attitude towards the change being delivered, as having the biggest impact on whether or not I am able to motivate my team effectively. 
[bookmark: _Toc139531889]Delegation
Delegation is the process of assigning authority, responsibility and tasks to team members. It involves entrusting individuals with the power to make decisions and take action on behalf of the delegator. Delegation is a crucial aspect of effective leadership and management, enabling workload distribution, skill development, and improved productivity (Factor et al., 2016). Consequently it could be argued that delegation is beneficial for both the leader and their employees. 
The ability of leaders to delegate effectively is of significant importance when delivering workplace change. Workplace change often involves additional tasks and responsibilities. Leaders who can delegate effectively ensure that the workload is distributed among team members, preventing individuals from becoming overwhelmed and maintaining productivity levels (Morgeson et al., 2009). Additionally, delegation provides an opportunity for leaders to empower and develop their employees. Entrusting individuals with increased responsibility and decision-making authority, can foster a sense of ownership, autonomy, and professional growth, thus creating an environment where employees are motivated and likely to embrace change (Hollander et al., 1973). Furthermore, a study by Goleman (2022), found that effective delegation during workplace change leads to an increase in productivity and efficiency. It is evident that effective delegation and task distribution is vital for the successful implementation of change.
Participative leaders that delegate tasks and responsibilities during change initiatives, empower employees by giving them a voice and a sense of ownership, leading to increased commitment and dedication to the change effort. One study found that participative leadership positively influences employee commitment to delivering change (Eisenbeiss & Van Knippenberg, 2014). Similarly, effective delegation from visionary leaders contributes to the successful implementation of their vision during the change process.  Research by Shamir and Howell (1999) found that visionary leaders who delegate tasks that are consistent with their vision inspire a sense of purpose and commitment among employees.
Delegation is not something that comes naturally to me. I feel uncomfortable asking for help, and as a leader, I have completed tasks myself rather than ask my team, as I know they will be completed properly. This is a weakness and does not convey the trust I have in my team. I know it’s an area that I need to work on, particularly upon conducting my research and realising the value the team can gain from it. On the other hand, the strong relationship I have with them is, again, of benefit, as I know their strengths and weaknesses as well as I know my own. This is an advantage when it comes to the task distribution required for delivering change.
There was an instance recently where I was asked to complete a large piece of work required for the update of one of our processes, with very little notice. My default course of action in this situation would usually be to try and complete the task myself, even if it meant working more hours. However on this occasion there was no time for that, and I had to ask my team for help. I called a team meeting and clearly outlined what was required. I split the task into four areas, and asked the team to decide themselves who was to complete each part. Ensuring they felt involved in the decision-making process worked well, and they were committed to a successful outcome as a result. This experience was a positive learning curve for me, and I will try and look at delegation more favourably in the future, as it can be great way to involve the team in work outside of their usual tasks, thus providing opportunities for development. 
[bookmark: _Toc139531890]Empowerment
Empowerment within the workplace can be defined as the process of enabling and motivating employees to take ownership of their work, make decisions, and contribute towards organisational success. Empowered employees feel a sense of competence, autonomy and influence over their work environment (4 Corner Resources, 2022). Empowered employees have higher levels of motivation, creativity, job satisfaction and well-being (Laschinger et al., 2001). Therefore it could be asserted that the ability to empower employees, is one of the most effective ways to ensure they feel valued in the workplace. 
A leaders' ability to empower employees during workplace change promotes motivation, commitment, adaptability, problem-solving, innovation, job satisfaction, performance, and collaboration. Empowering employees can lead to an organisational culture that supports successful change implementation and maintains employee engagement (Eisenbeiss & Van Knippenberg, 2014). Evidence suggests that when empowered employees feel a sense of control and ownership over their work, it can lead to increased motivation and commitment to the change initiative (Ahearne et al., 2005). Moreover, one study found that when employees feel empowered, they are more likely to embrace change, and demonstrate resilience when faced with challenges (Vogus & Sutcliffe, 2007).  
Participative leaders that involve employees in decision making and value their input, enhance employee empowerment, psychological well-being, creativity, and overall job satisfaction, with one study finding that employees are more likely to perceive themselves as empowered when working under a participative leader (Vecchio et al., 2008). Equally, visionary leaders are also empowering, because they are motivating, inspiring and provide clear direction. One study found that visionary leaders encourage innovative thinking, challenge the status quo, and provide a clear vision of the future (Zhang & Bartol, 2010). These behaviours empower employees to think creatively and contribute their ideas.
[bookmark: _Toc456901517]I believe I do possess qualities that are required to empower employees. I try very hard to foster an environment based on trust, openness and inclusivity. I trust my team members and actively seek their input when it comes to decision-making during the change process. 
I am involved in the training of new recruits within my team, and my training strategy is to clearly communicate the desired outcome of the task, rather than the process. I always show the employee the way I undertake the task but make it clear that they are free to complete it whichever way they like, as long as the end result is the same. I believe this empowers the employee by giving them freedom and task ownership, and ensures they are committed to successful outcomes. There has been an instance recently where the new team member found a far more efficient way to complete a task than the process I had been using for years, and I have changed the way I complete the task as a result. The feedback I had from them was very positive, and they informed me I made them feel like a valued member of the team when they were new to their role. 
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