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[bookmark: _Toc456901515][bookmark: _Toc102059157]Introduction 
What are aims of this report?
To clarify the differences between management and leadership, to talk about the range of leadership styles, to analyse the skills and traits needed to become a good leader and to self asses whether one has what it takes to become a good leader.
Throughout this the student will also explore recognise models and their ability to impact on workplace performance.
The student draws particular interest to whether leaders are made or born and also gender roles in leadership. 
The student’s profession is class teacher in a primary setting – education setting, so perhaps not the first role that one would think of as a leader. The student will write this report with the mindset that a teacher is a leader.
What are the student’s thoughts about leadership?
The students view on leadership initially is likened to a shepherd leading a flock of sheep, its job is not to drag them through the fields but to guide them safely along the path. However the student then thinks about the leaders of government and wonders why some of those in power seem more like power hungry dictators than the shepherd that first came to mind. The student as mentioned above is a teacher and likes to think of oneself as a sort of leader, leading a class of almost 30 children but in a very different way.
[bookmark: _Toc102059158]Evaluate your own ability to use a range of leadership styles in different situation and with different types of people to fulfil the leadership role
Firstly there is a misconception that managers are the same as leaders. To evaluate one’s own ability to use a range of leadership styles in different situations one must be able to know the difference. There are many key differences between management and leadership. Managers tend to focus on the present compared to leaders who have to plan for the future. Management involves a processes that maintain a steady state. A position within an organisation and draws on legitimate power. However, leadership is more mysterious. Leadership requires influence given by followers. 


What is leadership?
Leadership by definition requires a leader and followers, but for leadership to be effective it requires the leader to have influence over these followers. Therefore leadership should be transactional both the leaders and followers should have a common goal.
The features listed by Northouse (2020) were that leadership is seen as a process, involves influencing other people, takes place in the context of a group, and is based on the attainment of a mutual goal. He then defined leadership as “a process whereby an individual influences a group of individuals to achieve a common goal”.
Other definitions of leadership include: “Leadership involves developing and articulating a vision of the organisation” Bush & Middlewood (2006).
“The primary role of any leader is the unification of people around key values”. Wasserberg (2000)
They seem to all agree that leadership is about the people while in stark contracts Drucker implies it I more about who is able to get results: ‘Effective leadership is not about making speeches or being liked; leadership is defined by results not attributes’. 
What is ‘Emergent Leadership’?
To emerge is to become apparent, important or prominent. A leader is a person who is commanding, authority or influence. So when we develop the definition of an emergent leader, it is someone who is becoming a prominent figure of influence to lead transformational change. Battle (2020) 
Emergent leadership is seen to be a leadership style that is based on creating a collaborative culture that is proven to dramatically increase innovation and profit.
A contrasting view is that emergent leadership is a select type of leadership. It occurs devoid of any election or appointment. It happens when a team member gradually steps up as a leader in a given group setting.
Within leadership there are various know types / styles of leadership.
Types of leadership :
· Situational leadership
· Democratic leadership
· Ethical leadership
· Distributed leadership
· Charismatic leadership
· Distributed leadership
· Coercive
· Authoritative
· Affiliative
· Pacesetting
· Coaching
(to name but a few), Dr Marston (2021) , famous for his work on the DISC model shares just four leadership types: The Determined leader, the influential leader, the servant leader and the systematic leader. His theory that people tend to develop a self-concept based on one of four factors: dominance, inducement, steadiness or compliance. The abbreviation DISC stands is DISC model stands for Dominant, Inspiring, Cautious and Supportive. These words show the behavioural traits or tendencies of types of leaders.
Comparatively Brian Tracy (2017) lists and entirely different set of leadership styles: Structural, Participative, Servant, Freedom and Transformational. However, Tracy admits it is important for leaders to be able to adapt and switch between styles dependant on the employee and the situation which seems to point towards situational leadership.
This shows there are many contrasting views on leadership and that what is considered a leadership style isn’t so easy to define, what it does show is that leadership styles adapt and evolve over time.
So What are key skills / traits of leader?
According the Lesley Vos (2021) in ‘12 Key Skills of Every Brilliant Leader’
there are some key skills  and qualities required to being a brilliant leader, these are being responsible, open minded, confident, approachable, helpful, caring, and fearless while having the skills of being able to plan, public speaking, time management, writing skills and organisational skills.
In addition to this a study was carried out to establish the role of Emotional Intelligence in Leadership Effectiveness in Service Sector, by Swati John (2020).The study found that emotional intelligence is highly correlated with leadership effectiveness and it is essential for any organization of service sector to have leaders with emotional intelligence for effective performance of organization.
There does seem to be commonalities across the board for a criteria of what makes a good leader. 
So what skills and traits does the student possess?
In a self-assessment using the DISC model, the student found 
The student has an almost even blend of Dominant, Inspiring, Supportive, and Cautious traits. From the results it is difficult to tell which of these traits is the strongest. According to the DISC assessment a very balanced blend of all four traits is a pretty rare combination of traits, and could prove very useful in leadership.
The student has both task-oriented and people-oriented traits. Thus the student can be either reserved or outgoing depending on the situation. The student is likely able to connect and communicate with many different people, and relatively easily understand their perspective. Though the student may struggle with understanding others might be seeing how strongly they feel or perceive and issue. Lastly the assessment suggested some key words which may also describe the student: Flexible, friendly, adaptable and moderate.
Overall the rare blend of traits the student has and the known ability to adapt given the situation, in addition to the key words suggested would point to a situational leadership style.
The student did several other questionnaires on  a quest of self-discovery in terms of leadership style. To summarise the findings in Q 6.2 (Leadership skills) the student was assessed on administrative skills, interpersonal skills and conceptual skills. The student was found to have moderate admin skills and high interpersonal skills.
In Q4.2 (Leadership style) The students was assessed on Authoritarian, democratic and laissez faire styles. The student was found to be highly democratic. 
In Q3.2 (Leadership strengths) The student was assessed on another range of skills: implementor, innovator, encourager, analytic and mediator to find ones strengths. The student’s greatest strength was shown to be as an innovator and encourager. The student’s weakest area is as an implementor.
Finally, in Q1.2 (conceptualising leadership) the student was assessed to see where emphasis lies on the following dimensions of leadership : Trait , Ability skill, behaviour, relationship and process. The assessment showed the student places a fairly balanced emphasis on all of the above dimensions.
To conclude on these assessments the student reflects on what the data shows: 
Dominant, Inspiring, Supportive, Cautious, Flexible, Friendly, Adaptable, Democratic, Innovator, Encourager.
 The student would on the whole have predicted and agreed with these outcomes. Though the student may have use the terms motivational instead of encourager and charismatic instead of friendly.
The student believes the above assessments have shown the student does have what it takes to become a good leader.
How does this enable the student to lead in different situations and with different types of people?
The student works as a teacher – a leader, a role model, an influencer to her pupils; while also working as an equal among her peers and occasionally in charge of a work experience student. This shift in dynamics and power when working in different groups of requires one to adapt to different situations quickly, which was shown in the DISC assessment.
The children sometimes need an authoritarian style approach when setting boundaries and managing behaviour. As well as a motivational leadership style when encouraging reluctant learners. To make learning fun and engaging the student believes would require a charismatic leadership style bringing ones personality into the job while also being democratic and fair; which is an absolute teaching standard particularly when promoting inclusion and diversity. This shows a number of different styles/approaches are required for the job and again that this points to a situational leadership style.
The peer Assessment the student handed out showed a mix of results, the student noticed that the results were similar when put in context of the environment/friendship group; but a disparity arose when then comparing those groups. To explain further the students teacher colleagues all identify the student as motivational, the students university peers identify the student as being very democratic and the students family/friendship group largely identify the student as a charismatic leader. The student believes this is because one adapts to the situation, environment and social group and behaves accordingly. Thus again confirming the student adopts a situational leadership style.
The student compares oneself to some famous leaders in positions of power. 
The student has identified through assessment the charismatic leadership style, one could also say the likes of Barrack O Bama and Martin Luther King has this style – using charm to get the admiration of followers, showing concern for their people and looking after their people’s needs, able to speak publicly and create a comfortable atmosphere for followers by listening and making their followers feel heard. 
The student had also drawn parallels with famous leaders Dwight Eisenhower who has a situational leadership style, Mahatma Gandhi who has a transformational leadership style and the ethical leadership style of Abraham Lincoln. 
This brings into question whether leaders are made or born.
Are leaders made or born? 
[bookmark: _Toc456901517]There is a belief that true leadership comes through experience, determination and passion. Others will contend however that many leaders are born with leadership characteristics. The student fails to see how this could be true and that as stated above leadership traits are instilled in us through our life, shaped by those around us and tested through circumstances. Lambardi echoes this: ‘Leaders aren’t born they are made. And they are made through anything else, through hard work.’ Northouse (2020) also stated that leadership is a process rather than traits and is something everyone can do, it is available to everyone. This implying that leaders are/can be made rather than born.
The student reflects on ones own journey into leadership. The student seven years ago was a new mum and a MDSA (mid-day supervisory assistant) in a school and possessed no leadership qualities what so ever. Over the years the student found a love of working with children and a desire to progress further. With that passion and enthusiasm the student undertook training, then did voluntary work until was awarded a teaching assistant position. Then the student began further education giving the student more knowledge and confidence. As this has progressed the student has been given a class teacher position in school which now requires one to ‘lead’ a group of 30 children at all times. The student can see this was a slow gradual process with many factors coming to play such as the values of the student: determination, integrity, patience, resilience. One could argue that the student was born with these traits, but this boils down to the nature over nurture debate. However the student believes her journey into leadership is what has moulded her leadership style. The student believes her leadership style is the situational leadership style. The student will explore this is greater depth later in the report.
Why is leadership so important in a working environment?
A positive work environment is comprised of good leaders that believe in empowering employees and appreciate their active participation in the progression of the company Balain, and Sparrow (2009). The concept of leadership is generated to monitor the behaviour and output of employees including and motivate them to enhance their loyalty towards the organisation. The behaviour of employees greatly varies depending upon their individual circumstances and therefore, it is important for the leaders to develop an empathetic approach towards resolving the issues of employees and to encourage/support them to achieve the organisational objectives. It is the responsibility of the organisational leaders to develop challenging but achievable goals and boost the team morale amongst the employees to achieve maximum organisational productivity (Knight, Durham and Locke 2001, p. 329). There could be diverse range of motivational factors that might influence an individual’s conviction and the effective leaders have the ability to single out those factors to persuade the employees to enhance organisational growth and maximise its productivity Choi (2006).
[bookmark: _Toc102059159]Critically assess a recognised leadership model or theory in relation to its ability to impact on individuals workplace performance
Some of the following Models/Theories could be appropriate depending on the sector: 
· Great man theories
· Trait theories
· Behavioural theories
· Participative theories 
· Situational & Contingency theories
· Relationship theories
· Dispersed leadership
· Leaders and Follows
· Laissez Faire
· Ethical leadership
Managers do need to be aware that some variations in culture and variations in what sector ie: manufacturing unit, logistics, education will all require different leadership styles. Similarly the culture of an emergent business unit may be different from the culture of a mature one, and again require a different leadership style. 
It is said that todays generation will have several different careers in their lifetime, and therefore worth mentioning that they will either try to enforce their own leadership style on an organisation in a bid to ‘put their stamp on it’ or adapt and use more of a situational leadership style. 
[bookmark: _Toc102059160]The student works within an educational organisation, and Leadership is a process of influence leading to the achievement of desired purposes. Therefore successful leaders aside from their leadership style must develop a vision for their schools based on their personal and professional values. They must articulate this vision at every opportunity and influence their staff and other stakeholders to share the vision. The philosophy, structures and activities of the school must be geared towards the achievement of this shared vision. Bush & Glover, (2003)
The student will analyse the most integral leadership theories to understand the reasons behind advanced performance levels which enhance the economic and organisational strengths; and decide whether there is which leadership style would suit that of the student’s organisation within the education sector to make the biggest impact.
ANALYISING THEORIES OF LEADERSHIP
Great Man Theory
The theoretical model of Great Man theory was based on a belief that the leadership is confine only to the aristocratic people that are destined to escort the rest. Formerly the people belonging to upper-class were treated differently and were looked upon by others due to specific qualities they possess or the exceptional standard of living they enjoyed. It was believed that only a limited number of people were uniquely gifted with certain abilities and traits that made it possible for them to become leaders and the rest are meant to follow them. Pratti et al (2003). The most critical element of the Great Man theory was the blind conviction in the leadership of aristocratic people and firmly believing that the traits of leadership can never be inherited, developed, learnt, or acquired. Baldoni (2005), which limited the scope of leadership. The term ‘Great Man’ itself has a limited scope as the theoretical model is primarily male, military and west oriented. While analysing the phenomenon of intrinsic supremacy of the Great Man theory, it is indeed true that there are certain men possessing some congenital power to influence over their contemporaries, substantiating their right to leadership however, the concept of limiting the headship to a group of aristocratic is inequitable. Choi (2006). If the Great Man model is applied to the contemporary organisational structure, it might produce unconstructive outcomes as the diversification of employee’s background, languages, skills and individual circumstance has given rise to a much perplexed work environment where aristocratic aspect of Great Man theory would develop pessimism amongst employees. The globalised nature of work environment has developed a breed of employees that are much more aware, educated, skilful and competent Hamlin (2002). Employees today do not necessarily be content with handsome remuneration package instead they look forward to professional growth and enhanced opportunities. The Great Man theoretical model does not address the prospects and expectations of existing organisational workforce as it is confined to offer leadership opportunities to aristocratic group of people only. Followed by the Great Man theoretical model which advocates the innate superiority, the exceptional traits, qualities and attributes of the leaders were explored and as a result of which Trait Theory was developed. The student does not feel this would be useful in the education sector.
Trait Theories
The Trait Theories were developed with a purpose of determining the core characteristics of leaders that contributed towards organisational success. The theory was put forward with intent to facilitate the organisations in the identification of key traits, qualities and attributes of leaders so that the correct set of people can be recruited and installed into leadership positions of the organisation. There are a number of leadership traits identified by several studies including adaptability, decisiveness, cooperation, dependability, assertiveness, determination, self-confidence. Wheatley (2001) however, it has been observed that there is no quantifiable means to identify these leadership characteristics and there are no consistent set of qualities that might support the concept of a true leader. Baldoni (2005) Human beings have numerous positive and negative traits that are responsible in shaping up the overall personality of an individual. All leaders possess the universal quality to influence others however, the set of fundamental traits that enables them to dominate over their contemporaries might considerably differ. Pratti et al (2003) It has been studied that the generic qualities of a leader such as charismatic personality, sociability and intelligence are not limited to themselves only instead the most commonly held traits of leaders can also be shared by diverse group of people which do not necessarily become leaders. On the other hand, generic traits of the leaders might be similar however, the absence of some of these generic traits do not make them any less leader. There has been somewhat consistency in the generic traits of leaders that may include administrative skills, decisiveness, responsiveness and astuteness which enables them to ensure enhanced organisational productivity. It has been argued that there is the probability of prominent leaders being gifted by few common traits nevertheless; it is nearly impracticable that all leaders pose a collective set of characteristics Pratti et al (2003) and hence, the Trait Theory failed to sustain its momentum. It is significant to note that, neither the authoritative traits corroborate the position of a leader and nor the position of leadership can be acquired by the identified authoritative characteristics. Gosling and Mintzberg (2003) 
The student believes most teachers have the above traits (charismatic personality, sociability and intelligence) in order to do their job. However, the student does not feel that all of the teachers within the organisation would make a good leader, or indeed have the ambition to be a leader. Therefore this may not be best suited to the student’s organisation. The student found an emerging movement in leadership studies known as “leadership-as-practice” (L-A-P). This movement looks for leadership in its music and activity rather than in the traits and heroics of individual actors. However, this will not be explored further at this time.
Situational & Contingency Theories
Depending upon the consistently evolving work environment and inconsistent circumstances, it can be constituted that the leadership styles has to be considerably flexible and adaptive in order to address the underlying organisational issues. After identifying the behavioural aspects of leadership it was inevitable to apply them in varying situations to assess their practicability. Fiedler’s Contingency Model was put forward with intent to address workplace issues that are highly reliant upon the situational factors explicating that mechanistic organisational environment may progress well with autocratic leadership style whereas a participative approach is suited to a dynamic work environment having a flexible approach. Heslin, VandeWalle, Latham (2006) Fiedler Contingency Model categorised managers in two distinct groups i.e. task and relationship oriented and environment as favourable or unfavourable. This model enables the leaders to manipulate the environmental variables to match their leadership styles. In accordance with the contingency model the relationship and power positioning of a leader with its team members greatly influences the task structure Baum and Locke (2004) and it has been observed that the favourable work environment characterised by constructive leader-member relationship tends to yield a high task structure where a leader has the power to appreciate or penalize its employees with absolute authority and vice versa. Both the task motivated and relationship motivated leadership styles comes with their relative set of pros and cons as the task-motivated leaders can gain fiscal growth by outperforming the key competitors Kaplan and Norton (2004) whereas, the relationship motivated leaders gain customer satisfaction which establishes the positive image of the organisation which fairly contributes in attaining long-term organisational success. This resonates with the student. The theoretical grounds of Hersey-Blanchard Model of Leadership are based on assessing the developmental capacity of employees which tends to determine the suitability of a leadership style in a specific situation. The theory is based on the combination of task behaviour and relationship behaviour of a leader depending upon the maturity of its subordinates within a workplace setting. With respect to the situational variables of subordinate’s maturity levels, the leadership style have been categorised into four kinds out of which two major leadership styles including directive behaviour and supportive behaviours are deemed as the most significant. Perren and Burgoyne (2001) In directive behaviour category the leaders adopt a one-way communication strategy where leaders decide, communicate, direct and closely monitor the performance of the subordinates to achieve the core organisational objectives. Balain, and Sparrow (2009) Again this feels familiar to the student, and the leadership style already in place within the organisation. Although, the supportive behaviour of a leader is two-way communication process in which leaders adopt a flexible approach by engaging the subordinates in the decision making process, listen to their views, offer support and encourage their contributions in task performance. The most significant aspect of Hersey-Blanchard Model is that, it provides a multi-purpose approach by allowing the leaders to assess the maturity level of their subordinates and thereby, adjust their behaviours accordingly. The theory emphasises on enhancing the maturity level of subordinates by effective coaching techniques, increased support and motivational schemes. Thus the burden on leadership can be fine-tuned as per the developmental capacity of the employees, which not only benefits the leaders but is equally favourable to the organisation in the longer run. The Tannenbaum & Schmidt’s Continuum model is an extension of contingency theories suggesting that there are four main leadership behaviours varies along a continuum including autocratic or telling style, persuasive or selling style, consultative or consulting style and democratic or joining style. The continuum model has distinguished the leadership styles and applied them to specified situations as for example telling style is most suited to mature team in an emergency situation, the selling style is applicable to an aggressive work setting where leader is decisive however the enthusiastic participation of the subordinates is equally valued. The consulting and joining leadership is complimentary to somewhat similar situation where collective decision making by both the leaders and subordinates result in enhanced productivity of the organisation Heslin, VandeWalle, Latham (2006). Another significant situational or contingency model is the Adair’s Action-Centred leadership which is characterised by a three circle diagram. (Appendix 1) The situational and contingent elements determine the responsiveness of leader to address the organisational issues and achieve the desired goals.
Dispersed Leadership
It is an informal leadership style that is significantly dissociated with the organisational hierarchal model. The Dispersed Leadership model is the most contemporary theoretical model which encourages the all individuals within an organisation to contribute their leadership skills without any limitations of hierarchy and positively influence their colleagues to maximise organisational productivity. It has been studied that, by developing ‘leaderful’ culture and work environment by the help of synchronized, cooperative and empathetic leadership model Raelin (2003), the organisations can become more progressive as the responsibility and commitment of a leader can be extensively entrenched throughout the entire organisation without the limitations imposed by formal chain of commands. The relationship and social behaviour of an individual determines its leadership qualities and the intrinsic characteristics and traits of a leader have the power to influence other by producing followers James and Burgoyne (2001). Hence, the phenomenon of dispersed leadership i.e. encouraging the development of leaders amongst the small groups of same ideologies may also benefit the organisation by the prelude of a modern work environment having shared set of responsibilities. This is not unlike the "Leaderful" team model characterized by the four Cs: collective, concurrent, collaborative, and compassionate - are thought to produce effective outcomes because they engage everyone in mutual action. The student does see a little of this within the organisation in that most teachers are given a subject to lead or a specialism i.e. SEND/ EAL which they oversee and are responsible. The student agrees with the above statement that the organisation benefits by the prelude of a modern work environment having shared set of responsibilities.
Laissez Faire
Is often thought of as an absence of leadership but is in fact a hands off leadership style’. It is not entirely dissimilar to the dispersed leadership style in that in dispersed leadership style, leadership is distributed across and into the organisation while Laissez Faire allows those that are being ‘led’ to lead themselves until they can’t. Leaders who favours this style believe that their employees are capable and do not need to be ‘managed’. Some consensus in recent times, is that an aversion to micromanagement exists. Laissez faire leadership exhibits and leads with that same aversion. The student feels the teachers in the organisation would appreciate this style, though the leaders of the organisation would disagree.
THE LINKAGE BETWEEN LEADERSHIP & EMPLOYEE MOTIVATION
Leaders are expected to generate enthusiasm within their subordinates to maximise their efficiencies and are far-sighted to develop effectual strategies to overcome the obstacles that may hinder in smooth progression of the organisation. The most highly equipped organisational leaders utilise useful tools of communication, problem solving, people management, decision making and motivation to develop a strong bond with their team members and gain their trust to extort utmost output of their organisational performances James and Burgoyne (2001). Suited to the diverse range of situations and contexts, the organisations put forward effective leadership styles in order to develop affiliations with their employees by exhibiting incredible drive and enthusiasm in order to achieve the desired goals. To acquire the desired results by the enhanced efficiency of the employees, leaders are required to stimulate them with the help of numerous motivational tools including incentives, growth opportunities and rewards Rodgers, Frearson, Holden and Gold (2003). Leadership theories combined with correct motivational strategies tends to deliver enhanced organisational productivity. Leaders are therefore anticipated to understand the human psychology as the organisational performances are greatly influenced by the wants/needs of an individual Heslin, VandeWalle, Latham (2006). It is extremely significant to acknowledge the substance of human needs while developing organisational objectives as the labour force of the organisation is predominantly humans that are engaged in specific job roles to fulfil their basic needs. Apart from monetary benefits, an individual may also have varying psycho-social needs that develops an individual personality based on a personal belief system Raelin (2003). An organisation can successfully develop a high-performing workforce by addressing the psycho-social needs of its employees through monetary and symbolic rewards that tends to enhance a sense of self-worth and thereby contribute in acquiring the desired organisational goals Renn (2003). Considering the primary human needs and psychosocial necessitates, smart leaders develop effectual strategies to motivate their subordinates by unswervingly stimulating the correct individual motives Wegge and Haslam (2005). The employees of today have tremendously grown in terms of educational qualifications and thrive on knowledge based work environments where they expect to receive the due respect to their ideologies and acknowledgement of their contributions and efforts benefiting the organisation. Leaders are the primary and the most vital connecting point of the workforce with the organisation that enables the workforce to express their views with complete freedom and recognise their organisational contributions Goleman, McKee and Boyatzis (2002). The previous methods of managing employees through leaders have been replaced by newer techniques of employing personnel-centric strategies in an organisation in order to motivate employees to gain competitive advantage in the market. Managers are required to motivate the employees and attain their utmost loyalty and devotion by inspiring them through effective leadership styles.
The democratic nature of today’s organisations supports the idea of empowering employees and leaders are now anticipated to produce their followers by adopting a flexible approach and widely accepted leadership style. Today, the products and services offered by the organisations are not the only means to compete in the market but the power of an organisation to retain a highly competitive, loyal and productive workforce determine their market supremacy Drach-Zahavy and Erez (2002). The link between true leadership and motivational strategies has been emphasised by the organisations and it has been observed that leaders with their motivational strategy play an integral role in maximising organisational productivity. The autocratic leadership styles followed by strictly hierarchal organisational structures have been subsided in the modern work environment where employees prefer a democratic leadership that is meant to respect their psycho-social objectives and is fair towards acknowledging their individual contributions in the overall organisational success. It has been identified that the modern workforce appreciates leaders that are persuasive and not coercive. Employees have now become more inclined towards professional pragmatism and challenging job roles rather than restricting their growth opportunities to short-term benefits like status and position. Goleman, McKee and Boyatzis (2002) Therefore, organisations have come to recognise the link between effective leadership and motivational strategies and have put forward their enigmatic leaders that are willing to utilise their leadership skills in order to address the needs of today’s workforce. The long-term organisational success is highly reliant upon its progressive and devoted workforce Hamlin (2002) that can be achieved by integrating the right set of motivational strategies through the most appropriate leadership styles. 
A study by Cornell University found huge benefits to implementing ethical leaders; “ethical leadership was positively and significantly related to employee performance.” But each organisation is different and organisations must choose the appropriate leaders that have sufficient knowledge of analysing the needs of the employees and correct knowledge about the organisational environment. The intensity of leader’s willingness to appropriately work towards the consistently evolving situations together with their ability to address the expectations of employees, ascertains the long-term organisational success. 
Which style would be the most appropriate to use in the students organisation to have the biggest impact? 
The student concludes that a situational leadership style is best suited to the ever changing needs of a primary school setting. 
As for the Link between leadership and employee motivation, It is widely believed that what motivates teachers and support staff in schools is what benefits the children rather than money and other incentives. As long as a leader can keep to a child centric goal/vision when influencing, the teachers will likely follow.


Gender in leadership
While many women have successful leadership roles, women are more commonly thought of as being inferior to men. “behind every successful man is a strong women”. Studies show that men hold the vast majority of leadership positions in the corporate world and women are under represented in the elected office. Does this elude to men having better leadership skills/traits or just a more forceful leadership style? The student notes the contrast in her own organisation. Education seems to be a heavily female dominated sector which gives more opport7unity for females to progress into leadership roles and positions of seniority. Within the students organisation (a primary school part of a larger trust of schools) There is a female cluster head above a male head teacher, above a female deputy head, above female key stage leaders above a mix of both female and male teachers. This seems to point towards the conclusion that the imbalance of gender in leadership is likely to be down to opportunity and sector rather than the skills/traits of female leaders.
[bookmark: _Toc102059161]Assess your own ability to set direction, motivate, delegate and empower others to bring about workplace change.
To assess ones ability to bring about workplace change, the student found a list of criteria from a range of organisations by which the student will rag rate herself. A project management tool where green denotes a favourable value or achieved, red an unfavourable value or goal not achieved and amber is neutral or partially achieved.
FedEx Leadership Competencies
FedEx has a system for rating aspiring leaders according to 9 attributes:
Charisma HIGH
Individual consideration HIGH
Intellectual stimulation HIGH
Courage HIGH
Dependability HIGH
Flexibility HIGH
Integrity HIGH
Judgment AVERAGE
Respect for others HIGH
Shell Global Leadership Competencies
The Leadership Framework used by Shell includes nine key elements as indicated below:
Builds Shared Vision HIGH
Champions Customer Focus HIGH
Maximizes Business Opportunities Average
Demonstrates Professional Mastery HIGH
Displays Personal Effectiveness HIGH
Demonstrates Courage HIGH
Motivates, Coaches & Develops HIGH
Values Differences HIGH
Delivers Results HIGH
These above key attributes are parts of leadership competency framework, and given the results show that the student has the competencies to lead in a workplace. The student reflects on time where she has set out to make changes in the workplace, how well one was able to give direction, motivate, delegate and empower others. Given that the student is a teacher the student hasn’t really had the opportunity to make any major workplace changes. However, the student does have many proven strategies used in the classroom for giving direction, motivating children, delegating tasks and empowering others; that would translate into other workplaces.
Giving direction
When giving direction it is important to give clear and concise instructions. To set the expectations by modelling the process and showing an example of the intended outcome. A ‘WAGOLL’ – What a good one looks like.
Motivating
When motivating is important to figure out what will motivate, in class it may be stickers and rewards. The student gives out individual rewards for behaviour as well as whole class rewards, similarly to organisations that may give individuals commission or team bonuses; in the workplace this may be monetary or otherwise. 
Delegating
The student delegates small achievable tasks individually to the children in class, assigning jobs such as pencil monitor, glue stick monitor. As well as delegating the task of tidying the classroom at the end of the day which is a whole class task and encourages the children to work together.
Empowering
The children are actively encouraged to be independent,  and the student is an enabler of independence and therefore empowering them. The student does this in a number of ways. Having resources that the children can choose and access themselves, and a rule in the classroom called 3 before me; this is where if the children are stuck or unsure what to do next they must problem solve before seeking adults help. 1 What do I think I need to do? 2. Is there any thing on the board or in the classroom which can help me? 3. Can a friend help me? If the children have tried all of those things they can seek adult help. Quite often children can independently figure out the answer to their own question and feel empowered.
Based on this the student feels she does have the ability to set direction, motivate, delegate and empower others to bring about workplace change. In addition to this the student have previously shown to have high emotional intelligence which has been linked to good leadership and the ability to bring about workplace change.
[bookmark: _Toc102059162]Conclusion
[bookmark: _Toc456901523]To summarise the findings, the aim of the paper was to give an in depth exploration of leadership. 
The student explored the misconception that leaders are the same as managers.
The student researched a range of leadership styles including situational leadership and Laissez Faire; and analysed the skills and traits needed to become a good leader. The student self assessed and found herself to have a highly democratic leadership style but feels she would adopt a situational leadership approach.
Throughout the report the student explored several models and found the situational leadership style had the ability to make the most significant impact on workplace performance.
The student debated whether leaders are made or born and came to the conclusion that leaders are made from a number of factors throughout their life.
The student also spoke about gender roles in leadership, and made links between emotional intelligence and good leadership.
Finally the student reflected on her own abilities and strategies to bring about workplace change, and has demonstrated that she does indeed have the ability to implement workplace changing.
What does the student feel now?
There is a strong relationship between effective leadership and employee motivational strategies that not only generate fiscal benefits by enhanced organisational productivity but also contribute in accomplishing long-term organisational success. We must employ leaders from both genders and a variety of backgrounds to bring a wealth of leadership styles. Organisations should seek to recruit leaders with high emotional intelligence to establish the most suitable leadership style for the organisation.
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