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[bookmark: _Toc1290474116]Introduction
[bookmark: _Toc335937519]The Importance of Leadership in the Workplace
Leadership plays an important role in workplace performance and the success of an organisation. Effective leadership can improve staff motivation, communication, teamwork and productivity, while poor leadership can create low morale, conflict and poor performance. According to Northouse (2013), leadership is a process where an individual influences a group to achieve a common goal. In modern workplaces, leaders are expected to do more than simply manage tasks. They must also motivate staff, adapt to different situations, communicate effectively and create a positive working environment.
Leadership also affects organisational culture and employee behaviour. Throughout the module, leadership was repeatedly linked to empowerment, emotional intelligence, teamwork and motivation. Effective leadership can increase employee confidence and commitment, while poor leadership can reduce morale and negatively affect performance. Kotter (1990) argued that leadership is different from management because leadership focuses on creating direction, motivating people and encouraging change, while management focuses more on organisation and control. This demonstrates why leadership is important within modern workplaces where employee motivation and workplace culture strongly affect organisational success.
[bookmark: _Toc676314074]Overview of the Report
This report will critically assess recognised leadership theories and models and analyse how they can impact individual workplace performance. The report will mainly focus on Situational Leadership Theory by Hersey and Blanchard, alongside other leadership theories including Goleman’s leadership styles, Kouzes and Posner’s leadership model and Herzberg’s motivation theory. The report will compare the strengths and weaknesses of these theories and critically evaluate their effectiveness in the workplace.
The report will also evaluate my own leadership ability within my workplace at Lextan, a busy customer-focused tanning salon. Different leadership styles are often required within the salon depending on the situation, staff experience and customer demands. Examples from the workplace will be used throughout the report to reflect on my own leadership skills, including communication, delegation, motivation and empowerment.
Finally, the report will assess my ability to set direction, motivate staff, delegate tasks and empower others to bring about workplace improvement and positive change. The importance of emotional intelligence, trust, teamwork and workplace culture will also be discussed in relation to leadership effectiveness and employee performance.

[bookmark: _Toc1679078009]Critically Assess a Recognised Leadership Theory in Relation to its Ability to Impact Individual Workplace Performance
[bookmark: _Toc2077991137]Situational Leadership Theory
Leadership has a significant impact on employee motivation, workplace culture and overall organisational performance. Different leadership theories suggest different ways leaders can influence employees and improve productivity. One leadership theory that is widely used in organisations is Hersey and Blanchard’s Situational Leadership Theory. This theory suggests there is no single best leadership style and that effective leaders must adapt their leadership style depending on the competence, confidence and motivation of employees.
Situational Leadership Theory includes four leadership styles: directing, coaching, supporting and delegating. The theory argues that leaders should adjust their behaviour depending on the development level of employees. This theory can positively impact workplace performance because it allows leaders to respond to different workplace situations and individual staff needs rather than using a single leadership approach for everyone.
Within Lextan , Situational Leadership can be seen regularly in practice. For example, when training new employees, a more directive leadership style is often required. New staff members may not yet understand salon procedures, health and safety rules or customer service expectations. In these situations, clear instructions, supervision and guidance are important to ensure standards are maintained.
This reflects Hersey and Blanchard’s directing leadership style, where leaders provide high direction and low supportive behaviour. This leadership style can positively affect workplace performance because it reduces mistakes and helps inexperienced staff develop confidence and competence.
[bookmark: _Toc571831958]Coaching Leadership
As employees gain more experience, coaching leadership becomes more appropriate. Coaching involves supporting employees while still providing guidance and direction. Within Lextan, coaching leadership is often used when helping staff improve customer service, communication or confidence within the workplace.
This style can positively impact workplace performance because employees feel supported while still developing independence. Goleman (2013) also identified coaching as an important leadership style because it focuses on developing people for the future.
[bookmark: _Toc958321536]Supporting Leadership
Supporting leadership involves encouraging employees and involving them more in decision-making. At Lextan, supportive leadership is important during stressful periods, such as busy summer weeks or promotional events. Staff may require reassurance, encouragement and emotional support during these situations.
Supporting leadership can positively impact workplace performance because employees often become more motivated and confident when they feel listened to and valued. This also helps improve teamwork and morale within the salon.
[bookmark: _Toc1168203413]Delegating Leadership
Experienced staff members within the salon often require less supervision and more trust. Employees who have developed confidence and competence can usually work independently, deal with customers appropriately and manage salon responsibilities effectively. In these situations, a delegating leadership style is more effective because it empowers staff and increases confidence and motivation.
This demonstrates one of the strengths of Situational Leadership Theory because it recognises that employees develop over time and therefore require different leadership approaches.
[bookmark: _Toc999179970]Evaluation of Own Leadership Style
[bookmark: _Toc753389953]Strengths of Situational Leadership Theory
One of the main strengths of Situational Leadership Theory is flexibility. Modern workplaces are constantly changing, and leaders often manage employees with different personalities, skill levels and motivations. The ability to adapt leadership style depending on the situation can improve communication, teamwork and staff morale.
This can be applied to Lextan because some situations within the salon require a more supportive approach, while others require quicker decisions and more direct leadership. During busy periods, staff can become stressed and overwhelmed. In these situations, supportive leadership and emotional intelligence are important because employees may need encouragement and reassurance to maintain confidence and performance levels.
Another strength of Situational Leadership Theory is that it encourages employee development. By gradually moving staff from directing to delegating, leaders can help employees build confidence, skills and independence. Kouzes and Posner (2012) argued that effective leaders should “Enable Others to Act” by building trust and empowering employees. This can improve workplace performance because employees who feel trusted and valued are often more motivated and committed to their work.
At Lextan, empowerment can positively affect employee morale and customer service. Experienced staff members who are trusted to handle responsibilities independently often show greater confidence when dealing with customers and workplace challenges. This can also improve efficiency because leaders are not required to supervise every small task.
[bookmark: _Toc977288242]Weaknesses of Situational Leadership Theory
Despite its strengths, Situational Leadership Theory also has weaknesses. One criticism is that it can be difficult for leaders to accurately judge an employee’s competence and motivation. Some employees may appear confident but still require support, while others may become demotivated if too much responsibility is delegated too quickly.
Another weakness is that constantly changing leadership styles may create inconsistency within teams. Some employees may prefer structure and clear instructions, while others may respond better to empowerment and independence.
In busy customer-focused environments such as Lextan, leaders may not always have time to carefully assess development levels before making decisions. This suggests that while Situational Leadership Theory is useful, it may not always be practical in fast-moving workplaces.
Northouse (2013) also argued that although Situational Leadership Theory is widely used within organisations, there is limited research proving the theory’s effectiveness in all situations. This means leadership decisions still rely heavily on the leader’s judgement and experience.
[bookmark: _Toc1334917273]Comparison with Other Leadership Theories

[bookmark: _Toc719412740]Goleman’s Leadership Styles
Goleman (2013) supported the idea that leaders should use different leadership styles in different situations. His six leadership styles include coaching, democratic, affiliative, authoritative, coercive and pacesetting leadership.
Within Lextan, democratic and affiliative leadership styles are often most effective because they encourage communication, teamwork and emotional support. Employees often feel more motivated when they are listened to and included in workplace decisions. However, high-performance leadership can sometimes create pressure if employees feel overwhelmed during busy periods.
Goleman’s theory focuses heavily on emotional intelligence, which includes self-awareness, empathy and relationship management. This is particularly important within customer-focused workplaces because staff emotions and attitudes directly affect customer experiences.
[bookmark: _Toc146405283]Kouzes and Posner’s Leadership Model
Kouzes and Posner (2012) argued that effective leaders should model the way, inspire a shared vision, challenge the process, enable others to act and encourage the heart.
This leadership model links strongly to empowerment and teamwork within Lextan. Encouraging staff, recognising achievement and building trust can positively affect employee morale and customer service standards.
One of the strongest aspects of this model is that it focuses heavily on relationships and workplace culture. Employees are often more motivated when leaders recognise effort and encourage development.
[bookmark: _Toc1942132093]Transformational Leadership
Transformational leadership focuses on inspiring employees through vision, communication and motivation. This theory can improve workplace performance because motivated employees are often more productive and committed.
At Lextan, transformational leadership can be seen when encouraging staff to work towards customer service goals and salon improvement. Positive encouragement and motivation can help employees feel involved in workplace success.
However, transformational leadership may not always provide enough structure for inexperienced employees. New staff members may still require direct leadership and supervision before they can become fully independent.
[bookmark: _Toc1076048737]Comparison with Transformational Leadership
Transformational Leadership provides another useful perspective when evaluating Kouzes and Posner's model. Transformational leaders seek to inspire employees by creating a compelling vision, encouraging personal development and motivating individuals to exceed expectations (Northouse, 2022). Similarities can be seen between Transformational Leadership and Kouzes and Posner's practices, particularly Inspire a Shared Vision and Encourage the Heart. Both approaches emphasise motivation, engagement and creating a positive workplace culture.
Within Lextan, elements of transformational leadership can be observed when employees are encouraged to develop their skills and contribute ideas to improve customer service. Employees who feel valued and supported are often more willing to take ownership of their work and contribute beyond their basic job requirements.
However, transformational leadership has been criticised for focusing heavily on the leader's ability to inspire others. Critics argue that the theory can overlook practical organisational challenges such as limited resources, staffing shortages and operational pressures (Northouse, 2022). In a small business environment such as Lextan, leaders must balance inspiration with the practical realities of running the salon. Therefore, while transformational leadership can positively influence employee motivation, it may be most effective when combined with more practical leadership approaches.


[bookmark: _Toc534099910]Critical Evaluation of Leadership Effectiveness at Lextan
Overall, Situational Leadership Theory has a strong ability to positively impact workplace performance because it recognises the importance of adaptability, communication and employee development. The theory is highly relevant within modern workplaces because employees have different levels of competence, motivation and confidence.
Within Lextan, adapting leadership style depending on the situation has helped improve teamwork, staff confidence and customer service standards. However, no single leadership theory is perfect, and effective leadership often requires combining different leadership approaches depending on workplace circumstances.

[bookmark: _Toc942745042]Evaluate Own Ability to Use a Range of Leadership Styles in Different Situations and with Different Types of People
[bookmark: _Toc76225734]Reflection on Leadership Questionnaire Results
Leadership styles can vary depending on the workplace situation, the personality of employees and the level of experience within a team. During the leadership self-assessment questionnaires, my results suggested that I regularly use supportive, coaching and democratic leadership styles within the workplace. I believe these results are mostly accurate because they reflect the way I manage staff at Lextan daily.
[bookmark: _Toc1055745164]Situational Leadership within the Workplace
One leadership theory that reflects my approach is Hersey and Blanchard’s Situational Leadership Theory. The theory argues that effective leaders adapt their style depending on the competence and commitment of employees.
For example, when new staff members begin working at Lextan, I usually adopt a directing or coaching leadership style. New employees often need support with health and safety procedures, cleaning routines, customer service expectations and salon systems. During these situations, I provide clear instructions and closely monitor performance to ensure standards are maintained.
As employees become more confident and experienced, I tend to move towards supporting and delegating leadership styles. Experienced staff are usually trusted to manage customers independently, open and close the salon and solve smaller workplace issues without constant supervision.
[bookmark: _Toc613048142]Emotional Intelligence and Communication
My questionnaire results also reflected elements of Goleman’s democratic and affiliative leadership styles. Goleman believed effective leaders use emotional intelligence and adapt their leadership style depending on the workplace situation.
I often try to create a positive and supportive environment by listening to staff concerns, encouraging teamwork and recognising good performance. For example, if staff members have handled difficult customers well or performed strongly during busy periods, I try to acknowledge their effort and praise them i also reward them with a little gift which they really appreciate.
Herzberg (1959) identified recognition and achievement as strong workplace motivators. I have personally noticed that employees often become more confident and motivated when they feel appreciated.
One of my strengths as a leader is communication. I try to communicate clearly with staff regarding salon expectations, cleanliness standards and customer service. Within Lextan, I regularly encourage staff to work together to maintain high customer service standards and create a positive salon atmosphere.
[bookmark: _Toc685725008]Strengths of My Leadership Style
Another strength is adaptability. I recognise that not every employee responds to the same leadership style. Some staff prefer independence and minimal supervision, while others need more reassurance and guidance.
I also believe that I build positive relationships with staff by remaining approachable and supportive. This helps create trust within the team and improves communication.
Kouzes and Posner (2012) argued that leaders should “model the way” by demonstrating the standards and behaviours expected from others. I believe leading by example is important within Lextan because employees are more likely to respect leadership when leaders demonstrate professionalism and commitment themselves.

Leadership Questionnaire Results and Reflection

As part of evaluating my leadership style, I completed the Leadership Style Questionnaire and the Conceptualising Leadership Questionnaire recommended within the module. The purpose of these questionnaires was to provide an objective assessment of my leadership preferences and compare the findings with my workplace experiences at Lextan Sunbed Salon. 
The results suggested that my preferred leadership styles are coaching, supporting and democratic leadership. Reflecting on my role as manager, these findings appear to provide an accurate representation of how I typically lead. Much of my time is spent supporting employees, providing guidance and helping staff develop their confidence and competence. This is particularly important when training new employees or helping existing team members improve their performance. The coaching style identified within the questionnaire closely aligns with Hersey and Blanchard's Situational Leadership model, which emphasises the importance of balancing supportive and directive behaviours according to employee needs. 
The questionnaire results also indicated a strong preference for democratic leadership. This finding reflects my approach at Lextan, where employees are encouraged to share ideas, provide feedback and contribute to discussions regarding customer service and workplace improvements. Involving employees in decision-making often increases engagement and commitment because staff feel valued and respected. This supports Goleman's view that democratic leadership can positively influence workplace climate by encouraging participation and collaboration. 
The Conceptualising Leadership Questionnaire suggested that I view leadership primarily as influencing, supporting and developing people rather than simply directing tasks. Reflecting on my workplace experience, this result also appears accurate. I believe effective leadership is based upon communication, trust and creating an environment where employees feel supported to achieve their potential. This aligns closely with Kouzes and Posner's concept of enabling others to act through trust, collaboration and employee development. 
However, whilst the questionnaire results were largely accurate, they did not fully capture situations where a more directive leadership style is necessary. Within Lextan there are occasions where health and safety procedures, compliance requirements or operational pressures require clear instructions and close supervision. In these situations, a more directive approach is often required to ensure standards are maintained. This highlights a limitation of leadership questionnaires because they provide a general overview of leadership preferences but may not fully reflect the flexibility required in real workplace situations.
Overall, the questionnaire findings largely reflected my leadership practice at Lextan. They confirmed strengths in coaching, communication and employee development whilst reinforcing the importance of adapting leadership style according to circumstances. The results support the view that effective leadership is not based on a single leadership style but requires flexibility to meet the needs of different employees and workplace situations

[bookmark: _Toc2084631420]Areas for Improvement
However, reflecting on my leadership style has also highlighted weaknesses. During stressful or extremely busy periods, I can sometimes become overly focused on achieving tasks quickly. In these situations, I may unintentionally adopt a more pacesetting leadership style, where I expect employees to work quickly and maintain very high standards.
Although maintaining standards is important, excessive pressure can negatively affect staff morale and confidence. Goleman (2013) argued that pacesetting leadership can damage workplace climate if overused.
I have also recognised that I sometimes struggle with delegation because I want tasks completed to a high standard. However, I understand that excessive control can reduce staff confidence and development.
Covey (1999) argued that many leaders avoid delegation because they believe completing tasks personally is quicker and easier. Reflecting on this has helped me recognise the importance of trusting employees and allowing them opportunities to develop.
[bookmark: _Toc279672222]Adapting Leadership Styles to Different Situations
Reflecting on my workplace experience has shown me that trust plays a major role in effective leadership. Staff are more likely to respond positively when leadership is based on trust, respect and knowledge rather than fear or punishment.
The Semco case study involving Ricardo Semler demonstrated that empowerment and trust can positively improve motivation and workplace culture. Employees often perform better when they feel trusted rather than heavily controlled.
Overall, the questionnaires and workplace reflection suggest that my leadership style is mainly supportive, coaching and democratic, although I can become more directive when necessary. I believe my ability to adapt leadership style depending on the employee and situation has positively affected staff confidence, teamwork and workplace performance at Lextan.

[bookmark: _Toc205424981]Assess Own Ability to Set Direction, Motivate, Delegate and Empower Others to Bring About Workplace Change
[bookmark: _Toc1437698573]Setting Direction within the Workplace
Effective leadership is important when attempting to improve workplace performance and introduce positive change. Leaders must be able to set direction, motivate employees, delegate responsibilities and empower staff to improve confidence and performance.
One of the most important leadership responsibilities is setting direction. Employees need clear expectations and goals to perform effectively. Locke and Latham (1990) argued that clear goals and feedback improve employee motivation and performance.
Within Lextan, setting clear expectations regarding customer service, salon cleanliness and teamwork helps employees understand what standards are expected.
[bookmark: _Toc1312141836]Motivation and Workplace Performance
[bookmark: _Toc507606179]Herzberg’s Motivation Theory
Motivation is another major factor affecting workplace performance. Herzberg’s Two-Factor Theory suggested that recognition and achievement are strong workplace motivators.
Within Lextan, I try to motivate employees by recognising good performance and praising staff when they deal with difficult situations professionally. I have found that employees often respond positively when they feel appreciated and valued.
[bookmark: _Toc1572272989]Emotional Intelligence and Motivation
Motivation within the salon is also linked closely to workplace culture and emotional intelligence. I therefore try to create a positive and supportive environment by communicating openly with staff, listening to concerns and encouraging teamwork.
This reflects Goleman’s affiliative and coaching leadership styles, which focus on relationships, support and employee development.
Employees who feel emotionally supported are often more motivated and productive. This demonstrates the importance of emotional intelligence within leadership.
[bookmark: _Toc533358230]Delegation within Lextan
Delegation is another important leadership skill. Within Lextan, delegation is important because it allows employees to develop confidence and independence while also reducing pressure on management.
For example, experienced staff members are trusted to manage opening and closing procedures, deal with customer concerns and maintain salon standards independently.
Initially, I sometimes found delegation difficult because I wanted tasks completed to a high standard and believed it was easier to complete certain jobs personally. However, over time I realised that excessive control could reduce employee confidence and motivation.
Covey (1999) described stewardship delegation as focusing on outcomes rather than controlling every method used to achieve them. This approach helps employees build confidence and independence.
[bookmark: _Toc1760466065]Empowerment and Employee Development
Empowerment is closely connected to delegation. Empowerment involves giving employees responsibility, autonomy and opportunities to make decisions.
Within Lextan, empowerment has helped improve confidence and workplace performance, particularly among experienced staff members. Employees who feel empowered are often more willing to solve problems independently and contribute ideas for workplace improvement.
For example, experienced employees are often encouraged to suggest improvements regarding customer service, cleaning procedures or salon organisation.
Daniel Pink’s motivation theory suggested that autonomy, purpose and mastery strongly affect motivation. Employees who feel trusted and capable often become more engaged and committed within the workplace.
[bookmark: _Toc655023775]Building Trust and Workplace Culture
At Lextan, creating a positive culture based on trust and communication has improved teamwork and employee confidence. Teams without trust often experience conflict, poor communication and lack of accountability.
Lencioni (2002) argued that absence of trust is the first dysfunction of unsuccessful teams. I believe maintaining trust within the salon team is extremely important because employees work closely together in a customer-facing environment.
Positive workplace culture also improves intrinsic motivation. Employees who enjoy their workplace and feel respected are often more motivated than employees who are only motivated by external rewards.
[bookmark: _Toc765820255]Challenges of Delegation and Empowerment
However, empowerment also has challenges. Not all employees are equally confident or experienced enough to work independently. This means empowerment must be introduced gradually depending on the individual employee.
Some staff members may require more support and supervision before they can manage responsibilities independently. This again supports Situational Leadership Theory because different employees require different leadership approaches.
[bookmark: _Toc2124386744]Leadership and Workplace Change
Overall, my ability to set direction, motivate, delegate and empower others has positively contributed to workplace performance and team morale within Lextan.
Through reflection, I have recognised the importance of communication, trust, emotional intelligence and adaptability in leadership. While there are still areas for improvement, particularly regarding delegation and reducing pressure during busy periods, I believe my leadership approach has helped create a more supportive and motivated workplace environment.
[bookmark: _Toc592969957]Reflection
Reflecting on my leadership practice throughout this module has increased my awareness of both my strengths and development needs. Prior to studying leadership theory, I often relied on instinct and experience when managing employees. However, understanding theories such as Situational Leadership, Kouzes and Posner's Five Practices and Goleman's leadership styles has helped me understand why certain approaches are effective in different circumstances. This has encouraged me to become more reflective and adaptable in my leadership practice at Lextan.
[bookmark: _Toc999127607]Feedback from Colleagues
As part of my reflection, I asked colleagues for feedback about my leadership style. They described me as approachable, supportive and easy to talk to. They felt comfortable asking for help and said I was willing to listen to their ideas and concerns.
However, they also felt that I sometimes take on too much responsibility myself and could delegate more tasks to the team. This feedback matches my own reflection, as delegation is an area I would like to improve. Overall, the feedback supports my view that communication and supporting employees are strengths, whilst delegation remains an area for future development.

[bookmark: _Toc1622180879]Conclusion
[bookmark: _Toc1443354695]Summary of Key Findings
This report has critically assessed leadership theories and evaluated the impact leadership can have on workplace performance. The report focused mainly on Situational Leadership Theory, alongside other important leadership theories including Goleman’s leadership styles, Kouzes and Posner’s leadership model and Herzberg’s motivation theory.
The report also evaluated my own leadership ability within Lextan and reflected on how different leadership styles are used within the salon environment.
[bookmark: _Toc308150246]Reflection on Leadership Development
Reflection showed that supportive, coaching and democratic leadership styles are often most effective within the workplace because they improve communication, trust and employee motivation.
The report also highlighted areas for improvement, including delegation and managing pressure during stressful situations.
[bookmark: _Toc1072369384]Conclusion
Overall, this assignment has demonstrated that effective leadership is not simply about authority or control, but about communication, adaptability, motivation and the ability to develop and support others within the workplace.
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