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[bookmark: _Toc87991773]Task 1/ Leadership Styles
[bookmark: _Toc87991774]Introduction
This report will examine the different inspirational speculations and styles of leadership which are being rehearsed by associations around the world. The study also will analyze the current situation, the root of the effect of the conflict in the case study as the CEO Chris blamed the pandemic of Covid-19 to bring disruption to his company.
Additionally, the report will feature specific persuasive speculations and styles of administration would just be relevant dependent on elements, for example, the way of life inside which the association works. 
The study will fundamentally look at the effect of the board conduct and authoritative culture of the vehicle producing worldwide organization in the EMEA division. Additionally, it will inspect how the CEO Chris Banks rehearsed his leadership style in an uncommonly high-pressure climate. The portfolio will be backed up by literature reviews evidence for the significance of the leadership research and to support the review case.
[bookmark: _Toc87991775]Aims and Objectives
The points and objectives of this task are to perceive various kinds of leadership styles. Furthermore, how leaders can utilize these styles of leadership in various levels of the administration to develop, succeed lastly to accomplish business' essential objectives and goals.
The following section will be dissecting the relationship between Leadership Philosophies (Assumptions) and Leadership Styles in complete depth.
Leadership, according to Day (2012), gives direction to an organization and its workforce. Workers need to know the bearing in which the alliance is going and who to follow to show up at the goal. Affiliation unites telling experts the best procedure for playing out their obligations and reliably controlling the perfection of their endeavors. Leadership is furthermore about setting a positive model for staff to follow, by being amped up for the work, being actuated to learn new things, and helping to rely on the circumstance in both individual and social affair works out (Kouzes and Posner, 2006).


[bookmark: _Toc87991776]How Leadership Works
Smircich and Morgan (1982) urged that applicable leadership combine showing a strong individual. Pioneers should show unique merits such as validity, decency, unwavering quality, and ethics, they should act as per how they talk and secure the choice to be responsible for others' achievement in the association. Proficient leadership sees where the association is proceeding to plan the means expected to show up. Imagining what is possible, pursuing directions in the organization. Also, confronting difficulties to foster the business are completely expected of leaders. Fruitful leadership demonstrates transparency and gives positive energy to staff. Incredible pioneers are solid and are really stressed over the thriving of other, find solutions to challenges and reassure and persuade workers when things end up being awful also find ways for staff to coordinate and achieve most prominent results in a capable and convincing manner. 
[bookmark: _Toc87991777]The Relationship Between the Leadership Styles and Philosophies (Assumptions).
Leadership Styles
Leadership styles, are a pioneer's way of managing giving direction, executing plans. In 1939, therapist Kurt Lewin led a research group and recognized that there were three fundamental leadership styles: Authoritarian (Autocratic), Participative (Democratic) and Delegative (Laissez-Faire). These three styles of leadership were set into high gear with a social occasion of more youthful understudies blamed for the fulfillment of a workmanship dare to conclude responses to the power styles (Malos, 2012).
· Authoritarian (Autocratic) Leadership is an organization style in which an individual has total unique power and altogether authority over his/her subordinates. Pioneers make decisions with practically no venture or creative commitment from their disciples or associates (Duan et al. 2018).
· Participative (Democratic) leadership is a sort of drive style where people from the social event play a more participative occupation in the unique cycle (Foels et al. 2000).
· Delegative (Laissez-Faire) leadership is a kind of drive style where pioneers are hands-off and license pack people to make the decisions. Experts have found that this is the power style that prompts minimal proficiency among pack people (Wong and Giessner, 2018).
[bookmark: _Toc87991778]Leadership Philosophy
Hypothesis X and Y are the concepts of the management mentality towards the workforce. They were made by Douglas McGregor during the 1950s and filled further during the 1960s. McGregor's work was set up in motivation speculation nearby created by Abraham Maslow, who made the movement of prerequisites (Amit, Goldschmidt and Grinstein, 1980). The two speculations proposed by McGregor portray separating models of workforce motivation applied by chiefs in human resource the board, legitimate lead, various leveled correspondence, and definitive new development. 
Hypothesis X explains the meaning of raised oversight, external prizes, and disciplines, while theory Y includes the prodding position of occupation satisfaction and urges workers to advance toward endeavors without direct administration. The board use of theory X and theory Y can impact agent motivation and proficiency in more than one way, and directors may choose to execute approaches from the two hypotheses into their practices (Mohamed and Nor, 2013). 
Further, theory Z was found by William Ouchi who encouraged that focused on growing labourer unwaveringness to the association by giving an assignment to presence with a strong focus on the flourishing of the labour force, both on and off the work. This theory focuses on the need to assist the workforce with becoming generalists, rather than subject matter experts. It sees work revolutions and diligent planning as a technique for extending employees' knowledge on the association and its cycles while building a grouping of capacities and limits (McGregor, 1960).
A leadership reasoning is an organized way to deal with driving others. Pioneers regularly compose methods of reasoning as a directing assertion for reference while driving a group. Authority ways of thinking incorporate the accompanying parts: 
· Hypothesis 
· Demeanor 
· Core values 
· Conduct 
The construction of an initiative way of thinking can change incredibly relying upon the objectives and necessities of the pioneer. A few assertions are however short as a sentence while others are a page or more long. As they are exceptionally customized archives, any length or design is fine for an authority theory (Savage-Austin and Honeycutt, 2011).
Leadership methods of reasoning depend on the sort of administration the essayist employments. The democratic leadership, for instance, yields an alternate structure and theory for the specialist than authoritarian leadership. The study will be focusing on leadership philosophy, coordinated by a specific leadership style type.
a. Democratic leadership philosophy, a leader who adopt this philosophy according to Smothers (2011), aligns with theory Y of management and believes in the concept of:
· ‘’I accept everybody ought to take an interest simultaneously, I mean to impart liability to my group’’.
· ‘’I will regard my group, pay attention to their thoughts, and motivate them when required’’.
· ‘’I will act with compassion, care, and consideration’’.
b. Authoritarian leadership philosophy. Prottas and Falk (2012) emphasized that a leader who adopt this philosophy of management aligns with theory X and contradict the concept of the democratic and believes in:
· ‘’I trust I am most appropriate to simply decide and lead the group’’.
· ‘’I plan to motivate and lead through activity’’.
· ‘’I will give my group guidance and activity to address the issues of the organization’’.
· ‘’I will act with conclusiveness, authority and force’’.
c. Laissez-faire leadership philosophy, managers who adopt this concept align with theory Z assumption and believe in their employees are responsible for their work. This is an extraordinary way of guaranteeing that they do all that can be expected at last they are on the line for their task, so they need to do the most ideal work (Skogstad et al. 2007).                                                         
The above description of the authoritarian leadership assumptions describes the way that Chris thinks of himself as well as his team. Sudha and Shahnawaz (2020) indicate that this style has many burdens and is condemn by numerous scientists. The single heading correspondence of this authority can be considered as an issue because only one individual pick and if this chief does a botch event if staff found it, they cannot tell him. So, along these lines, Chris has now been confronting the results of his outdated dictator style and it ended up being a danger to his situation in the organization and his administration dials back the advancement of the entire association. In addition, the tyrant the board, because of the great degree of control of Chris, this gives a significant degree of stress to the managers and this pressure can be an issue. Likewise, the quality of that sort of initiative can direct to the diminishing of inspiration inside the whole organization. Truth be told, individuals' abhorrence to be requested what they need to do (Utami et al. 2021).
[bookmark: _Toc87991779]Analyzing Leadership Styles Mostly Identified with Modern Leaders in Uncertain Times
Today’s business environment is constantly changing. Therefore, for leaders to succeed in today’s uncertain times, they must be inspired by the following leadership theories:
Great Man Theory (1840s) is a 19th century thought by which history can be generally clarified by the effect of incredible men, or legends; profoundly persuasive and interesting people who, because of their normal ascribes, like predominant keenness, brave fortitude, remarkable initiative capacities or heavenly motivation. The hypothesis is basically credited to the Scottish logician and writer Thomas Carlyle who gave a progression of talks on gallantry in 1840 (Mouton, 2019). For example, Nelson Mandela was born with the merits and the qualities of the leadership such as self-sacrifice, benevolence, receptivity, resistance, sympathy, reasonableness, quietude, he has the drawing in character of the authority as he was instrumental in annihilating the serious government and presenting vote-based framework. Mandela got the Nobel Peace Prize in 1993 for tranquilly obliterating the Apartheid framework and setting up the structure for larger part rule government. Regardless the Nobel Peace Prize, he persuaded 250 distinct distinctions (Charteris-Black, 2006).
Transactional Leadership Theories (1970’s): it is the most common way of engaging workforce requirements to increment inspiration. Transactional leadership is the most common way of animating and hoisting workers while moving past close to home increase to exhibit consciousness of organizational issues (Nawaz and Khan, 2016). For example, Bill Gates, who, toward the start of his vocation, took on a transactional/ task-oriented style in the early long periods of Microsoft as it was uncertain time for his foundation to guarantee the organization developed at the speed that he had imagined. Bill Gates possessed many of the transactional merits such as revel failure, focused on transient objectives, favour coordinated techniques and strategies, flourish with observing guidelines and doing things effectively. He accepts that the most ideal way of dealing with his group is to control the manner in which they take care of their responsibilities. However, later changed his leadership style into transformational as the circumstances of the uncertainty was over (Kristaly, 2020).
Transformational: is recommended to decidedly associate to adequacy, across various settings, this type of leadership is concerned about emotions, principles, ethics, guidelines, and long-haul objectives, which lead to a more elevated level of inspiration (Bass and Avolio, 1993). Transformational style has few components: 
· Individual Consideration (IC)
· Intellectual Stimulation (IS)
· Inspirational Motivation (IM)
· Idealized Influence (II) (Vaismoradi et al. 2016).
The transformational leadership style has many merits to improve the uncertain circumstances like Chris’s situation. For instance, meeting his employees needs of converting to the use of the advanced technology as that kind of adaptation has become a key for successful business. Also, he should always listen to their concern and find a way to address it and adapt to a relational- oriented leader to reduce the number of employees end up handing their notice to leave. Further, Chris should set a good picture of the of a role model to his subordinates as a transformational leader by showing responsibility and commitment to accomplishing objectives and make a work culture that develops cooperation so he can easily move his team to convey achievement (Hyman-Shurland, 2016).
[bookmark: _Toc87991780]Constructive Working Environment
The current working environment of EMEA which is led by Chris Bank has many negative aspects such as the lack of communication, cohesion and many more.
Leaders must create a healthy working environment to bring the best of their workforce capabilities. A positive working environment is a workplace that propels delegate prosperity, improvement, and objective satisfaction. These conditions are by and large supportive for a productive workforce as they ask agents to perform to their most raised limit (Raziq and Maulabakhsh, 2015). 
[bookmark: _Toc87991781]Creating Constructive Environment for the Workplace
Creating a constructive/positive environment for the workplace goes through stages:
· Creating structure: an efficient organizational structure gives space to individual independence inside a setting of a helpful gathering that is running after shared objectives. Sound contest can be valuable, yet if a labor force loses their common vision, it can transform into belittling and shared doubt which is exactly what is happening at Chris's workplace as situation has gone too far to the extent that he has been reported to the headquarter to get removed. Instead, Chris can create an effective structure that accentuate collaboration and participation assist representatives with figuring out how to trust one another and to accomplish great work. Remunerating a work power altogether through rewards or expanded advantages sends a reasonable message that when everybody cooperates, everybody benefits (Lambert, Hogan and Jiang, 2010).
· Clarifying norms: this factor can boost the team effectiveness, clarifying a set of standard norms that a leader group reliably adheres to helps colleagues be clearer with regards to one another's expectations, builds trust, saves time, diminishes belittling and governmental issues. According to Feldman (1984), to make administrative set of norms and set them up as a regular occurrence, Chris can apply some strategies: 
I. Characterize successful norms, Chris can recall his most successful previous group where things functioned admirably and afterward recognize not many standards that added to a previous achievement, for example, when he used to have reliable rhythm of correspondence or being totally present in conversations assisted things with working effortlessly.
II. Split the norms into explicit practices. For instance, Chris as a manager may execute a standard that energizes the free trade of sentiments and thoughts during gatherings.
III. Be clear with regards to what is it anticipated, Chris has to be very clear of what is expected by his team and to make it more efficient, an email/letter should be send it to team members for their attention. when the group norms recorded as a hard copy, they become unmistakable and simpler to recollect.
IV. Make the planned norm suit/fit the group, in this stage Chris should make sure that the above stages of norms will suit all his subordinates and the best way of achieving this stage is communication through a set meeting to avoid a potential clash.
· Team cohesion: is the strength and level of social affiliation existing among the people from a get-together. It is this social bond that makes people take an interest quickly and stay pushed to accomplish the put-out goals (Wheeler, Passmore and Gold, 2020). There are different ways that Chris can build up his group and their usefulness objectives: 
I. Forming: in this stage, Chris can uphold his group by developing clear targets, developing both social affair and individual destinations for every associate, and doing bunch building activities to allow people to get to know one another.
II. Storming: this is a fundamental stage for developing plans and strategies that are followed by all partners, resolve internal conflict as it occurs; transparency is absolutely a key, and it is significant for individual colleague and the board to feel open to putting themselves out there and reveal these phases to fellow workers so they can have a better understanding of why conflict arises (Lunenburg and Lunenburg, 2015).
III. Norming: when team get to this phase, it is vital to have steady gatherings to guarantee that everybody is yet pursuing a similar objective and change on a case-by-case basis, permit colleagues’ independence to pursue their objectives, keep on carrying out group building exercises both inside and outside of the working environment to keep correspondence open and dynamic.
IV. Performing: when the team reaches this stage that shows they possess the real meaning of cohesion, and at this level Chris as a manager should always praise the achievement, reforecast, and target new objectives, while proceeding to have regular meeting to guarantee everybody is on track, permit the group some space to simply decide – over controlling at this stage might make groups relapse back to bring down stages (Shaw and Barrett-Power, 1998).
[bookmark: _Toc87991782]Conclusion
Magnetic hypotheses like transformational style of administration distinguish numerous positive characteristics in leaders, notwithstanding, there is the issue recognized by numerous analysts of underhanded managers who can make an organization breakdown as on account of Chris and other comparative models. The attributes of a pioneer should be certifiable and genuine and the hypothetical point of view of worker authority underlines the mindful part of pioneers towards their supporters. In the current smart age, leaders must be very adaptive to the growing technology to evolve it to their organizations to put up with new norm. Leaders should be more inspirational to their teams to lead them and the company to best possible success.
[bookmark: _Toc87991783]Task 2
[bookmark: _Toc87991784]Reflective writing
[bookmark: _Toc87991785]Introduction
This portfolio will be discussing a reflective writing on learning about leadership 
Skills module. The review will be based on Gibbs Reflective Cycle model which is defined a self-reflection and the board apparatus that assist individuals with pondering the various encounters they have gone through during explicit movement or comparative circumstance and reach inferences (Markkanen et al. 2020).
[bookmark: _Toc87991786]Description
I am currently studying “Emergent Leadership for the Workplace” in my level 6 BA Leadership and Management for the Workplace degree. This module of the leadership styles and the philosophy assumptions behind them has captured my interest big time as I always wondered why certain managers behave in a certain way and why some working places are very strict and others not? Also, this module has insight me on my own leadership style in my personal life as a wife/mother and professional life (previously as a teacher and a TA). The following section will breakdown the practice of my leadership style in the workplace as a teacher.
As a primary school teacher, I must be very strict in a classroom of over 30 children aged 11-12 years old. I must be quite authoritarian teacher as I know deep down the children will not do the task because they don’t like it and want to play and have fun instead. Therefore, I set rules in my classroom that if the tasks do not get finished on time, then they lose the breaktime, and for those who complete their tasks they get awarded with a gift toy or have extra time for their break, in return most of the time all of my pupils do what they are told and always look forward to getting their reward, which means my leadership style is perfect to solve the problem.
[bookmark: _Toc87991787]Feelings
At the time of practicing the authoritarian style in the classroom, I feel completely in control ‘’ obviously in a positive way’’ as children must be controlled and managed otherwise the whole class would turn into a chaos. Sometimes I feel should be a bit relax with them as the lesson is a bit long, about 50 minutes so after 20 minutes I give them 10 minutes break to allow them to have a drink of water or go to the restroom then I get them back on track. I see the appreciation in their eyes and reactions which makes me so glad of the outcomes.
[bookmark: _Toc87991788]Evaluation
Looking back at my leadership style practice in the classroom, it has a great result of managing the primary school children behavior, however, also, as I worked in a secondary school setting with over hyper children age range 13-15, I experienced that this authoritarian style doesn’t work with them sometimes and I had to emerge to a relational-oriented style (Democratic). For example, when some of the children kick off and refuse to sit in the class, then the whole weekly plan has to be amended as the children need some relaxation mode style to ease their pressure and set some sessions daily to speak to them as friends, make them feel that they are not little children anymore and still encourage them to complete some of their class tasks. In this occasion there were no assumptions for emerging to this style, it’s the situation which inspires the staff overall to emerge to be democratic and it worked very well and brought positive outcomes.
[bookmark: _Toc87991789]Analysis
According to the above situation, sometimes as much as we believe in the assumptions of the different leadership styles to run a certain group of individuals, there are still some exceptional situations that require an immediate emergence or change to the path of their leadership pattern to keep the ship sailing and this matter itself requires a high level of emotional intelligence which make a phenomenal sense for me when I read and explore the academic or the leadership literature behind it, and how the concept of these styles models build up the bricks of how, where and when we should use a certain types of the above styles.
[bookmark: _Toc87991790]Conclusion
To be an inspirational leader, you must have the qualities of an ideal leader and have the characteristics that make you worthy of the position. The leader may be everywhere, at home, as the head of the family or as a teacher, in a government or private/public institution. I have learnt a valuable knowledge from the module of the leadership styles and how important that we should be more emotionally cautious in order to become inspirational leaders and to make the right decision for the critical situations.
One of the most important qualities of a leadership is to be patient with level of emotional intelligence and to control matters in a way that does not harm the parties involved in the decision, and also reduces the damage to the largest possible part. The teachers are considered as one of the most important inspirational leaders because they are responsible for raising the young generation and building their minds of thoughts, so they must consider all aspects of the situation carefully before deciding, whether it is related to lessons or diverting students’ morals in the classroom, especially the middle school stage, and dealing with teenagers.
[bookmark: _Toc87991791]Action plan
some individuals are born with natural leadership skills, yet anybody can foster the range of abilities required with some training to become a leader. My action plan will be for my current workplace which quite different to the teaching field as it is in an administration environment, and I feel I need to develop and boost up my leadership skills as I want to take my career as far as it can go and adapt faster to the current workplace nature. The only way of fostering my initiative abilities is to assume on greater liability. Clearly, I won't take beyond what I can deal with, yet I do have to accomplish more than basically what is set in my job description of the working responsibilities with the end goal for me to develop. Getting out of my usual range of familiarity is the best way to assist myself with picking up anything new and doing as such will get me seen by my chiefs as somebody who steps up.
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