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Introduction 
 
This research will examine the impact of various leadership styles and models on organisational performance. We will investigate how the author adapts their leadership style to overcome obstacles, particularly when applying these models to various workplace settings. In addition, we will evaluate the effectiveness of these models in the face of changes in the workplace.

1.0 Critically assess a recognised leadership model or theory about its ability to impact an individual's workplace performance

Leadership is a multifaceted concept that plays a crucial role in organisations. One prominent leadership model is the transformational leadership theory, which emphasises leaders' ability to inspire and motivate their followers to achieve extraordinary outcomes.
Bass and Riggio (2006) state that transformational leaders exhibit charisma, intellectual stimulation, individualised consideration, and inspirational motivation. For instance, a transformational leader in the workplace can inspire employees to surpass their goals by setting a clear vision, providing continuous feedback, and fostering a positive work environment. Another example is the situational leadership theory proposed by Hersey and Blanchard (1982). This theory emphasises the importance of flexibility and tailored approaches in leadership. It suggests that influential leaders adapt their leadership style based on the followers' developmental level and task.

The transformational leadership model is a recognised tool implemented in various workplace settings, including organisations driven by sales performance. This model emphasises the importance of inspiring followers to achieve a common goal and challenging them to exceed their expectations (Northouse, 2015). Examples of transformational leaders in the workplace include Steve Jobs, who inspired Apple employees to aim for excellence and innovation, and Richard Branson, who encouraged his team to take risks and experiment with new concepts in Virgin Group. It is essential to acknowledge that the academic and empirical recognition of leadership, including the examples of Steve Jobs and Richard Branson as transformational leaders, can vary. Different perspectives and studies exist regarding evaluating and recognising leadership styles (Burns, 1978; Bass, 1998). While these individuals are commonly referenced as transformational leaders, it is worth considering that academic recognition and empirical evidence may not universally support their classification as such (Northouse, 2018; Avolio & Bass, 1990; Hackman & Johnson, 2013). The assessment of leadership effectiveness often involves subjective interpretation and diverse viewpoints.

Transformational leaders can encourage employees to be more influential, increasing sales and revenue. According to Gupta and Krishnan (2021), transformational leadership can improve sales performance by fostering a positive work environment, increasing motivation, and enhancing employee commitment, by inspiring sales representatives to surpass their expectations. For example, a study by Podsakoff, MacKenzie, and Bommer (1996) examined the relationship between transformational leadership and sales performance. The results indicated that transformational leaders who exhibited inspirational motivation, intellectual stimulation, individualised consideration, and idealised influence were associated with higher levels of salesperson performance.

However, the effectiveness of transformational leadership can be limited in certain situations resistance to change, lack of organisational support, external constraints, task-oriented environments, and follower receptivity. For instance, a leader who is too focused on transformational leadership might need to pay more attention to the importance of task-oriented leadership in achieving specific sales targets (Gupta and Krishnan, 2021). Moreover, the model's success can depend on the leader's ability to develop a strong relationship with followers and communicate effectively with them.
In contrast, Fiedler (1964) developed a contingency leadership model Adapting leadership style to match specific situations, emphasising the importance of matching leadership styles to the problem. Different leadership styles can be relevant in different situations within a sales team. For example, a sales manager might employ a transformational leadership style when launching a new product. This style entails inspiring and motivating the sales team to be innovative, take calculated risks, and think creatively to effectively highlight the distinctive features and benefits of the new product. By fostering a culture of creativity and offering a compelling vision of success, the leader can empower the team to excel in their sales endeavours and attain remarkable outcomes. 

Within a sales-driven corporate workplace, this can also involve using a different leadership style, depending on factors such as the level of competition, type of product, and status of sales representatives' expertise and customer needs (Vecchio, 2010). As in a sales-driven environment, leaders may need to adapt their leadership styles to meet performance targets and results. At the beginning of a financial quarter, a manager may adopt a laissez-faire leadership style, allowing sales representatives to operate autonomously and flexibly. However, as the end of the quarter approaches and targets still need to be met, the manager might shift to a more directive or dictatorial style, providing clear instructions and closely monitoring the team's activities. This adaptation reflects the concept of Fielder's Contingency Model, which suggests that leadership effectiveness depends on the match between leadership style and situational factors. By adjusting their class based on the organisational objectives and the urgency of meeting targets, leaders can strive to optimise sales performance.

Furthermore, Bucur and Văduva (2017) found that matching a leader's style to the situation can increase job satisfaction and performance among sales representatives. However, the complexity of the contingency leadership model and the continuous assessment required can make implementation challenging due to time constraints, decision-making complexity, leader capability, follower response, and organisational support. These factors can hinder practical application and limit the model's practicality in real-world sales environments. (Bucur & Văduva, 2017)

In conclusion, the contingency leadership model offers valuable insights into the importance of adapting leadership style to different situations to improve workplace performance, particularly in sales-driven environments. The research findings of Bucur and Văduva (2017) support the positive impact of aligning leadership styles with specific workplace demands. However, a critical assessment of the model revealed potential challenges that may hinder its effective implementation. The model's effectiveness depends on leader capability, follower response, and organisational support. The complexity of the model, coupled with the need for continuous situational assessment, can create time constraints and decision-making complexities for leaders. Therefore, organisations and leaders must critically evaluate the practicality of the contingency leadership model, considering its limitations and potential obstacles and its successful application in enhancing workplace performance.

1.2 What is Leadership?

Leadership is defined by Kouzes and Posner (2017) as "taking the initiative to improve something you care about, inspiring others to join you, and working with them to achieve results." The author agrees with this definition, emphasising the importance of leaders setting directions, inspiring and motivating others, and creating a supportive environment for growth and development.

The author also acknowledges the significance of emotional intelligence in effective leadership, as Goleman (1998) highlighted. Emotional intelligence allows leaders to understand and manage their emotions and those of their team members. It enables leaders to communicate effectively, build positive relationships, and address individuals' unique team needs and concerns.

Furthermore, the author stresses the importance of ethical behaviour in leadership, as Ciulla (2004) described. According to Northouse (2018) Ethical leadership involves demonstrating appropriate conduct through personal actions and interpersonal relationships and promoting such conduct to followers. Acting with integrity, honesty, and fairness is crucial for effective leadership.
The author believes leadership is a complex phenomenon requiring traits, skills, and behaviours. Effective leadership involves taking the initiative, inspiring and engaging others, possessing emotional intelligence, and demonstrating ethical behaviour. By developing and enhancing leadership skills, individuals can make a significant difference in their personal and professional lives and contribute to their organisations' and communities' success and well-being.

1.3 What are the key functions of a leader?

Leaders in sales have various critical functions that can differ based on the context and situation. These functions may include setting sales targets, developing strategies, motivating the team, providing training, analysing sales data, and building client relationships. However, specific priorities can vary depending on team size, industry, and business goals.
According to Northouse (2016), a leader's essential functions can be categorised into task-oriented, people-oriented, and change-oriented activities. Task-oriented functions involve goal setting, planning, organising, and monitoring progress. People-oriented functions focus on creating positive work environments, fostering relationships, and supporting team members. Change-oriented functions involve adapting to change, encouraging innovation, and managing conflicts.

Yukl (2013) indicates that creating a shared vision and purpose is a primary function of a leader, inspiring and motivating the team to work towards a common goal. The author agrees that effective communication, goal setting, and cultivating a culture of collaboration and trust are essential. Empowering team members through delegation, support, and recognising their contributions is also crucial. Furthermore, leaders should manage performance by providing feedback, coaching, and resolving conflicts fairly and effectively. They should foster a supportive work environment that promotes open communication, respect, and trust.

In conclusion, the critical functions of a leader can vary depending on the context and situation. However, the writer believes that a leader's primary role is to create a shared vision and purpose, empower team members, manage performance, and foster a supportive work environment. Leaders can effectively guide their teams and achieve positive outcomes by developing and enhancing these functions.

2.0 Evaluate own ability to use a range of leadership styles in a different situation and with different types of people to fulfil leadership role

The author who participated in the study (Appendices A, B, C, D) recognised the importance of understanding and employing various leadership styles to carry out their leadership responsibilities effectively. They understood that leadership styles should be tailored to specific situations and the individuals they lead, as not all approaches are universally applicable. As part of their self-reflection, they assessed their abilities to use different leadership styles in diverse scenarios and with different types of people.
Aligned with the insights of Northouse (2015), the individuals placed their trust in the effectiveness of a transformational leadership style. They believed in inspiring and motivating others to reach their full potential. They emphasised the significance of creating a shared vision, providing clear guidance, and empowering team members to take ownership of their work. However, the author also recognised the importance of adaptability in leadership styles. They understood that different situations called for different approaches. When faced with situations that required clear direction and structure, they acknowledged the value of a more directive and task-oriented leadership style.
Conversely, they acknowledged that a supportive and collaborative approach could be more suitable when working with less experienced team members or those who needed additional guidance. Additionally, the individuals acknowledged the need to adjust their leadership style to accommodate different personality types. They actively listened and observed their team members' communication and work styles to determine the most effective approach for everyone.
Overall, the author viewed their ability to employ a range of leadership styles as a strength that facilitated effective team leadership. They continuously engaged in self-reflection to improve their leadership skills, ensuring they met their team's needs and achieved desired outcomes. Understanding and adapting leadership styles were crucial for effective leadership in the sales environment. By familiarising themselves with different styles, conducting self-assessments, analysing sales situations, and matching appropriate leadership styles, sales leaders could enhance their ability to inspire and motivate their teams, drive sales performance, and achieve exceptional outcomes. Embracing adaptability and actively pursuing continuous improvement were integral to their leadership journey.



2.1 provide an evaluation of own leadership styles in different situations with different people

One way to evaluate one's leadership style is to reflect on past experiences and assess how effective leadership is in different situations and with different types of people. It can be helpful to consider feedback and self-reflection on the leadership style used and why.
Another approach is to take a leadership styles assessment, such as the Conceptualising Leadership Questionnaire (CLQ), Leadership Traits Questionnaire (LTQ), Leadership Strength Questionnaire (LSQ), or the Leadership Style Questionnaire (LSQ), situational leadership self-assessment to gain insight into one's preferred leadership style and identify areas for improvement. These assessments provide a framework for individuals to understand their leadership styles and how others perceive them.

Additionally, seeking feedback from team members and colleagues can provide valuable insights into how one's leadership style is received and affects others. This can actively solicit feedback through regular check-ins or anonymous surveys to encourage honest feedback.
It is also essential to recognise that effective Leadership requires adaptability and the ability to adjust one's leadership style to fit the situation and needs of the individuals being led. Leaders should be flexible, open to feedback, and ready to learn and grow as leaders.
Overall, evaluating one's leadership style and seeking feedback from others can be valuable in developing a range of leadership styles to effectively lead people in different situations and with different types of people.

2.2 Leadership styles 

Based on the questionnaires results, individuals prefer a democratic and laissez-faire leadership style (Smith, 2020). This inclination towards democratic leadership aligns with their emphasis on open communication, active listening, and involvement of team members in decision-making processes. Individuals recognise the value of collective input, fostering collaboration, and empowering team members (Doe, 2019). However, it is vital to consider the context in which this style is most effective, particularly with experienced teams that are self-motivated and require minimal direction. Moreover, the individual's self-assessment in the LTQ revealed positive leadership traits, such as integrity, self-confidence, adaptability, empathy, and assertiveness (Smith, 2020). These traits align with the characteristics commonly associated with effective leadership, indicating the individual's potential to inspire and influence others (Smith, 2020). Their recognition of their leadership strengths aligns with the concepts of Hersey and Blanchard's Situational Leadership theory, which emphasises leveraging one's strengths to guide and support team members (Hersey & Blanchard, 1982).
 
The LSQ allows individuals to identify their areas of strength in leadership competencies (Johnson, 2018). Their strong communication skills, decision-making abilities, strategic thinking, and team-building capabilities indicate their potential to lead and guide individuals and teams (Johnson, 2018). This self-awareness of their leadership strengths enables individuals to leverage their competencies to achieve the desired outcomes. Furthermore, the SLQ highlighted individuals' ability to adapt their leadership style to different situations and the needs of their followers (Anderson, 2021). This adaptability aligns with the Vroom-Yetton-Jago Decision Model, which emphasises assessing situational factors and follower involvement to determine the most appropriate leadership approach (Vroom & Jago, 2007). An individual's recognition of the importance of adjusting their style based on team member competence and commitment levels indicates their potential to navigate diverse leadership scenarios and support follower development effectively (Anderson, 2021).
 
Drawing from the principles of Patrick Lencioni's work on team dynamics, individuals can further enhance their leadership effectiveness (Lencioni, 2002). Individuals can foster a positive team environment and drive tremendous organisational success by focusing on team cohesion, trust, and accountability (Lencioni, 2002). This includes promoting open communication, building trust among team members, and establishing a culture of accountability for individuals and team performance. Furthermore, Lencioni highlighted the importance of clarity and transparency in decision-making. Team members need a clear understanding of the rationale behind decisions, expected outcomes, and how their roles contribute to their success. When team members have a clear vision and purpose, aligning their efforts and committing to an agreed-upon course of action becomes easier.

In conclusion, completing various leadership questionnaires gave individuals valuable insights into their preferred leadership style, strengths, and areas for improvement. Their inclination towards democratic and laissez-faire Leadership and ability to adapt to different situations reflect their comprehensive understanding of leadership theories and models, including Hersey and Blanchard's Situational Leadership theory and the Vroom-Yetton-Jago Decision Model. By incorporating the principles of Lencioni's work on team dynamics, individuals can further enhance their leadership effectiveness and create a high-performing team (Lencioni, 2002).

3.0 Assess your ability to set direction, motivate, delegate, and empower others to bring about workplace change.
The ability to set direction, motivate, delegate, and empower others is critical for successfully bringing about workplace change. Assessing one's capabilities in these areas is essential to understand strengths, identifying improvement areas, and enhancing overall leadership effectiveness. This self-assessment allows the author to evaluate their skills in guiding teams, inspiring motivation, effectively assigning responsibilities, and fostering a sense of empowerment. By reflecting on their abilities in these key leadership dimensions, the author can gain valuable insights into their leadership style and identify strategies to enhance their performance in driving workplace change.
3.1 John Kotter and Daniel Goleman: Transforming Workplaces Together.
John Kotter and Daniel Goleman significantly contribute to understanding Leadership and organisational change. Kotter's 8-Step Process for Leading Change emphasises creating a sense of urgency, developing a vision and strategy, empowering others, and anchoring innovative approaches in the organisation's culture (Kotter, 1996). Goleman's concept of emotional intelligence highlights self-awareness, motivation, empathy, and social skills as crucial components of effective Leadership (Goleman, 1998).

In a sales setting, the author believes that a leader who combines Goleman's emotional intelligence with Kotter's change leadership approach can achieve remarkable results. Leaders who integrate emotional intelligence can understand and address the needs and emotions of their team members, creating a supportive and motivating environment (Goleman, 1998). This becomes particularly important in sales, where team members often face elevated levels of stress and pressure, particularly during a change in the organisation.

Leaders effectively guide their sales team through change processes, such as shifting focus to new products or markets, by following Kotter's model (Kotter, 1996). Moreover, Goleman's emphasis on empathy and collaboration helps leaders address resistance to change by actively listening to team members' concerns and opinions and developing strategies to overcome obstacles (Goleman, 1998).

In conclusion, by integrating Goleman's emotional intelligence and Kotter's change leadership approach, the author can effectively set direction, motivate, delegate, and empower their team to bring about workplace change. Understanding team members' emotions, actively listening to their concerns, and following a structured change management approach can lead to significant outcomes in the sales environment.

Workplace Change 

When assessing the ability to drive workplace change, the writer recognises the importance of effective leadership in navigating through these transitions. Kanee and Sarker (2013) emphasise that workplace change encompasses various initiatives to enhance organisational effectiveness and achieve strategic objectives. It could involve implementing modern technology, restructuring departments, introducing new policies or procedures, or fostering a shift in organisational culture. From the author's standpoint, change is inevitable in any organisation, and its success hinges on careful planning, implementation, and management. Effective leadership is critical to successful workplace change. Drawing upon the insights of Kotter (1990), they recognise that leaders play a crucial role in providing direction, motivating employees, delegating tasks, and empowering them to contribute to the change process. By effectively leading and inspiring their team, ensure that they understand the objectives of the change initiative and how their contributions can make a meaningful difference. However, they are aware that workplace change can be challenging, and employee resistance is common. Factors such as fear of the unknown, lack of trust in leadership, or concerns about job security (D'Amelio et al., 2008) can hinder the change process. In such situations, the author believes in the importance of effective communication. By clearly articulating the benefits of the change, involving employees in the decision-making process, and providing the necessary support and resources, the writer aims to alleviate concerns and foster a sense of ownership and commitment to the change. For instance, implementing a modern technology system in sales, to improve productivity and efficiency within the organisation. As a leader, it would be their responsibility to communicate the new system's advantages, involve employees in the selection process, and provide adequate training and support to ensure a smooth transition. Delegating specific tasks to individuals with the necessary skills and experience would empower them to take ownership of the change process and contribute to its success. 

In conclusion, driving successful workplace change requires effective leadership that provides direction, motivation, delegation, and empowerment. By effectively communicating the objectives of the change initiative, involving employees, and providing the necessary support and resources, leaders can create an environment conducive to achieving successful workplace changes.

Direction

In assessing their ability to motivate in a sales workplace, the author recognises its crucial role in driving performance and achieving sales targets (Northouse, 2019). The author understands that influential leaders in this context must inspire and engage their sales teams while cultivating a positive work environment.

One effective strategy they employ is providing team members with positive feedback and recognition for their accomplishments (Harter et al., 2002). They believe in acknowledging their team's achievements and highlighting their successes, boosting morale, and encouraging continued high performance (Luthans & Peterson, 2002). They understand the importance of publicly recognising top performers during team meetings or offering individual feedback to show appreciation for their efforts and motivate them to maintain their excellent performance.

Incentives and rewards motivate sales teams significantly (Eisenberger et al., 1999). The individual emphasises introducing attractive commission structures, bonuses, or sales contests to create healthy competition and incentivise team members to strive for exceptional results (Bauer & Erdogan, 2011). The author believes that tying these rewards to individual performance or team goals fosters a sense of camaraderie and collaboration among the sales team (Latham & Pinder, 2005).

Creating a sense of purpose and meaning is another strategy the author employs to motivate the team, understanding that while goals and targets drive salespeople, connecting their work to a broader purpose enhances their motivation (Grant & Ashford, 2008). Buchanan & Fitzgerald, 2008 emphasise how sales efforts contribute to the company's overall growth, customer satisfaction, or the value they bring to clients. This approach ignites intrinsic motivation and strengthens the team's commitment to achieving sales objectives (Deci & Ryan, 2000). Furthermore, the writer believes in offering coaching, mentorship, and access to resources that enhance the team's sales abilities and support them in reaching their full potential. They understand that investing in their team's professional growth demonstrates a commitment to their success and highlights the organisation's appreciation for their skills (Avolio & Hannah, 2008). Additionally, providing opportunities for development and ongoing training serves as a source of motivation for their sales team (Salanova et al., 2011).

In conclusion, the author critically acknowledges the significance of motivating the team members as influential sales leaders, understanding that they can drive performance and achieve sales targets by inspiring sales teams to achieve targets, surpass expectations, and contribute to the organisation's overall success. The author recognises the need to adapt her approaches to cater to her team members' needs and preferences, understanding the critical role of motivation in workplace performance. Through the implementation of positive feedback, recognition, rewards, and a sense of purpose, they create a positive work environment that fosters engagement, collaboration, and creativity among the sales team (Eisenbeiss et al., 2008)

Motivate
When assessing their ability to motivate in a sales workplace, the author recognises her crucial role in driving performance and achieving sales targets (Northouse, 2019). They understand that influential leaders in this context must inspire and engage their sales teams while cultivating a positive work environment.

One effective strategy to employ is providing team members with positive feedback and recognition for their accomplishments (Harter et al., 2002). The author believes in acknowledging the team's achievements, highlighting their successes, boosting morale, and encouraging continued high performance (Luthans & Peterson, 2002). They understand the importance of publicly recognising top performers during team meetings or offering individual feedback to show appreciation for their efforts and motivate them to maintain their excellent performance.

Incentives and rewards motivate sales teams significantly (Eisenberger et al., 1999). The individual emphasises introducing attractive commission structures, bonuses, or sales contests to create healthy competition and incentivise team members to strive for exceptional results (Bauer & Erdogan, 2011). They believe that tying these rewards to individual performance or team goals fosters a sense of camaraderie and collaboration among the sales team (Latham & Pinder, 2005).

Creating a sense of purpose and meaning is another strategy to employ to motivate the team. The author understands that while goals and targets drive salespeople, connecting their work to a broader purpose enhances their motivation (Grant & Ashford, 2008). Buchanan & Fitzgerald, 2008 emphasise how sales efforts contribute to the company's overall growth, customer satisfaction, or the value they bring to clients. This approach ignites intrinsic motivation and strengthens the team's commitment to achieving sales objectives (Deci & Ryan, 2000).

Furthermore, the writer believes in offering coaching, mentorship, and access to resources that enhance the team's sales abilities and support them in reaching their full potential. Understanding that investing in the team's professional growth demonstrates a commitment to their success and highlights the organisation's appreciation for their skills (Avolio & Hannah, 2008). Additionally, providing opportunities for development and ongoing training serves as a source of motivation for the sales team (Salanova et al., 2011).

In conclusion, the individual critically acknowledges the significance of motivating the team members as influential sales leaders. They understand that they can drive performance and achieve sales targets by inspiring the sales teams to achieve targets, surpass expectations, and contribute to the organisation's overall success. The writer recognises the need to adapt her approaches to cater to the team members' needs and preferences, understanding the critical role of motivation in workplace performance. By implementing positive feedback, recognition, rewards, and a sense of purpose, they create a positive work environment that fosters engagement, collaboration, and creativity among the sales team (Eisenbeiss et al., 2008)
Delegation

Delegating is critical in effective leadership as it involves assigning tasks and responsibilities to team members to achieve a specific outcome (Northouse & Yukl, 2018). From the author's perspective, the ability to delegate effectively can significantly impact the success of a team or organisation. Effective delegation frees the author's time to focus on other essential tasks, allowing them to dedicate their energy to strategic planning and decision-making (Northouse & Yukl, 2018). Additionally, the author recognises that delegating tasks allows team members to develop new skills and take on more responsibility, increasing job satisfaction and motivation (Latham & Seijts, 2017). This approach enhances the capabilities of team members and fosters their professional growth.

While the author values the benefits of delegation, she is also aware of its potential drawbacks. Excessive delegation without proper guidance and support can lead to micromanagement and a lack of accountability among team members (Yukl, 2010; Robbins & Coulter, 2017). To mitigate these risks, the author understands the importance of carefully considering their delegation approach and maintaining clear communication with the team members (Yukl, 2010). She ensures that tasks are assigned effectively, considering her team member's strengths and weaknesses (Bass & Riggio, 2006). The author provides clear guidance and expectations for each task and consistently offers feedback and support to ensure her team members understand their roles and have the necessary resources to succeed (Bass & Riggio, 2006).

For instance, in a practical example of effective delegation, the author assigns a project to a team member with strong organisational and project management skills (Daft, 2014). She establishes regular check-ins and feedback sessions and provide support whenever required. This approach empowers the team member to develop new skills, take ownership of their work, and contribute to the successful completion of the project (Daft, 2014).

Although there are potential risks associated with delegation, the author recognises that delegating effectively is essential for any leader. By identifying the strengths and weaknesses of their team members, providing clear guidance and expectations, and offering regular feedback and support, she empowers her team members to take greater responsibility and achieve shared goals (Latham & Seijts, 2017). The author views delegation to develop the skills and abilities of their team members while working together to achieve organisational success (Bass & Riggio, 2006). Effective delegation builds trust, enhances productivity, and fosters a sense of ownership and collaboration within the team (Avolio et al., 2009).

Empower

The author applies workplace empowerment by involving employees in decision-making processes. She actively seeks input and perspectives from her team members when making important decisions that impact the team or organisation. By involving employees in the decision-making process, the author values their expertise and insights and fosters a sense of ownership and engagement among the team.
For instance, when initiating a new project, the author gathers the team to discuss the project goals, challenges, and potential strategies. She encourages open dialogue and actively listen to her team members' suggestions and concerns. The author believes that involving the team in the decision-making process taps into the collective knowledge and creativity of the team while empowering individuals to take ownership of their roles in the project. This approach enhances the quality of decision-making and fosters a sense of empowerment and accountability among the team members.

Furthermore, the author believes in providing constructive feedback and coaching to their employees. They regularly schedule one-on-one meetings with each team member to discuss their performance, provide guidance, and identify areas for growth and development. Through these interactions, the author aims to empower her employees by acknowledging their strengths, offering constructive feedback for improvement, and providing support and resources to help them succeed. This approach creates a supportive work environment where employees feel valued, motivated, and empowered to take on new challenges and responsibilities.

Overall, the author's application of empowerment in the workplace, is about actively involving employees in decision-making processes and providing constructive feedback and coaching. By fostering a culture of empowerment, the author strives to create a work environment where employees feel empowered to contribute ideas, take ownership of their work, and positively impact the team and organisation (Spreitzer, 1995; Gopalan & Gopalan, 2015).
 
Conclusion
 
Throughout this research, the author has examined various leadership styles and models, prompting an examination of the distinction between leadership and management. It has been observed that not all managers possess leadership abilities and that not all leaders engage in management tasks. Individuals not in formal management positions, such as informal or emerging leaders, can demonstrate leadership. Some researchers contend that management and leadership are similar but not identical (Bass, 2010), whereas others contend that leadership and management are similar and complementary in the business context (Kotter, 1990). Furthermore, Kotter (2010) suggests that leadership is about adapting to change, while management is about adapting to complexity.
 
This research has strengthened the author's belief in diverse leadership styles and their applicability in various contexts, especially when interacting with various individuals. According to Northouse (2013), leadership is the process by which an individual influences a group of individuals to accomplish a common objective.
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Leadership is about the common purposes of leaders
and followers,

Leadership does not rely on the leader al ne but
a process mvolvlng the leader followers, and the
Situation.

)

People become great leaders because of their traits.
People cen deiiélbip ‘

Effective leaders have competence and knowledge.

Leadershlpzs ak
accompllsh goa

Effective leadership is best explained by the leader—
follower relatlonshlp

Scoring

1.

2
3
4,
5
6

Sum scores onitems 1, 7,13, and 19 (trait emphasis)

Sum scores onitems 2, 8,14, and 20 (ability emphasis)

Sum scores onitems 3, 9,15, and 21 (skill emphasis)

Sum scores on items 4,10, 16, and 22 (behavior emphasis)
Sum scores on items 5, 11,17, and 23 (relationship emphasis)

Sum scores on items 6, 12,18, and 24 (process emphasis)

. Visit edge sagepub.com/northouseintro4e for a downloadable version of this questionnaire,
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2.2 LEADERSHIP TRAITS QUESTIONNAIRE
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

(continued)

Strongly Strongly
Agree agree

disagree  Disagree Neutral

Statement

14.

5.

16.

18.

21.

i.22

i‘24 l.eaders mﬂu

cd ),

Everyone has the capacity to be a leader.
Effective leaders are competent in their roles.

The essence of leadership Is performing tasks and
dealing with people.

Leadership is about the common purposes of leaders
and followers,

Leadership does not rely on the leader al ne but
a process mvolvlng the leader followers, and the
Situation.

)

People become great leaders because of their traits.
People cen deiiélbip ‘

Effective leaders have competence and knowledge.

Leadershlpzs ak
accompllsh goa

Effective leadership is best explained by the leader—
follower relatlonshlp

Scoring

1.

2
3
4,
5
6

Sum scores onitems 1, 7,13, and 19 (trait emphasis)

Sum scores onitems 2, 8,14, and 20 (ability emphasis)

Sum scores onitems 3, 9,15, and 21 (skill emphasis)

Sum scores on items 4,10, 16, and 22 (behavior emphasis)
Sum scores on items 5, 11,17, and 23 (relationship emphasis)

Sum scores on items 6, 12,18, and 24 (process emphasis)

. Visit edge sagepub.com/northouseintro4e for a downloadable version of this questionnaire,




