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[bookmark: _Hlk92372435]Within this assignment different leadership theories and styles will be outlined.  Examples of when these leadership styles are used within a public organisation such as the emergency services and examples of how they are applied will be utilized throughout. There will also be an explanation of multiple leadership theories and their views and beliefs on defining what a leader is. A reflection of when the writer has experienced a situation where the leadership styles have been used and how they were used will also be included in a report format.
Leadership has been widely examined in a variety of situations and theoretical frameworks over the years. Although leadership has been portrayed as a process in some circumstances, most ideas, and studies on leadership focus on individuals. The features, qualities, and behaviours of a leader are commonly used to characterise leadership (Benedictine University, 2017). Leadership research has crossed cultures, decades, and theoretical viewpoints. To do additional study on team leadership, it is necessary to organise a summary of what is known and understood about leadership (Horner, 1997. p. 270). 
Ward (2020) states the ability of encouraging a group of individuals to work together towards a single goal is known as leadership. For example, in a business setting, this may imply guiding workers and colleagues according to a plan to suit the company's needs. A leader is the person in control, someone who persuades and encourages others to follow. A successful leader reinforces trust in others and motivates them to act (Goleman, 2004). To understand what motivates some individuals to lead and others to follow, researchers from the University of Zürich and colleagues integrated behavioural, computational, and neurobiological methodologies. They’re outcome was that leaders are individuals who are not afraid of taking on responsibilities, a quality that is dependent on how a person examines the facts before making a choice (Sutherland, 2018). 
“The most dangerous leadership myth is that leaders are both born-that there is a genetic factor to leadership. That’s nonsense; in fact, the opposite is true. Leaders are made rather than born”. – Warren Bennis (Kruse, 2012)
The purpose of a team leader in the public sector is to offer instruction, direction, advice, and leadership to the team to inspire and motivate them to achieve their goals and objectives. The public sector is often made up of government-owned and run businesses that provide services to the public (Privacysense.net, 2016). The public sector often provides services such as health care, national defence, public education, water management, and other such services. Organizations in the public sector, like those in the volunteer sector, do not strive to make a profit. Leaders in the public sector are confronted with a specific set of issues. They must meet the needs of a wide range of stakeholders, including service users, funders, politicians, and others. Their effectiveness is measured against a variety of often conflicting performance measures (Lindsay, 2020). 
A group of academics led by psychologist Kurt Lewin set out in 1939 to uncover several leadership styles (Leadership & Performance Partners, 2019). While subsequent research has since revealed more unique varieties of leadership, this early study was extremely significant, establishing three basic leadership styles that have served as a foundation for more defined leadership theories. Action centred leadership is famously known from John Adair, more suited to an approach rather than a style this idea is more practical, demonstrating that leadership can be developed and transferred. According to (Chartered Management Institute, 2013) Adair believes leaders must pay attention to task, group, and individual demands. Because one individual cannot do the work alone, a team is required. The work will suffer if the team's demands are not addressed, and the people will be dissatisfied. The 'three rings' idea of Adair focuses on the following three areas: getting the job done, forming a team, and training individuals (Clayton, 2011). The effective leader is one who keeps all three in balance, that is, one who pays attention to all three at the same time, since if one aspect is neglected, the others are unlikely to work. Adair advocates the 50:50 rule, which states that fifty percent of inspiration comes from the person and fifty percent from the leader (London Business Forum, 2019) The Managerial Grid, or Leadership Grid, was created by management theorists Robert Blake and Jane Mouton in the early 1960s. This theory is a framework for analysing a style of management and working out how to improve it. The model is built on the foundation of two behavioural factors, concern for people and concern of results. When selecting how to complete a task, a leader's care for people refers to how much he or she considers the needs, interests, and areas of personal growth of his or her team members. Whereas, when selecting how to effectively perform a job, a leader's concern for results is measured by how much he or she stresses specific objectives, organisational efficiency, and high productivity (MindToolsVideo, 2018). Team management is the most effective leadership style, according to the Blake Mouton model. It indicates a leader who is enthusiastic about their work and who goes above and beyond for the people with whom they collaborate.
One type of leadership theory is authoritarian leadership, also known as autocratic.  Which permits leaders to make independent choices and take power over colleagues. Without any feedback, the authoritarian leader makes rapid, direct, and efficient choices (Belyh, 2020). And if there was, it would have little bearing on the whole decision-making process since it must be made immediately. When you have a group of people that are all highly motivated, have all the knowledge needed to perform the work, or are short on time, this leadership style is ideal. Under authoritarian leadership, researchers discovered that decision-making was less innovative. Kurt Lewin also determined that transitioning from an authoritarian to a democratic approach is more difficult than the reverse. Abuse of this strategy is often perceived as oppressive, demanding, and authoritarian. In the United Kingdom, various public services apply this leadership style. The army is the most prominent illustration of this leadership style in action. An officer in the army would be an excellent leader to employ the typical features of an authoritarian leader because they are usually loud and demanding (Yan and Xie, 2017). For instance, if you were fighting in a battle and were instructed to 'get down,' you would have to get down or risk being shot. 
Allowing anything to happen is referred to as "laissez-faire" in French. This implies that leaders allow their colleagues to accomplish tasks in the way they see fit, rather than imposing specific standards or protocols (Skogstad et al, 2007). The Merriam-Webster Dictionary (2022) defines laissez-faire leadership as:
“A philosophy or practice characterized by a usually deliberate abstention from direction or interference, especially with individual freedom of choice and action”.
The laissez-faire leader takes a more hands-on approach. This leadership style is only applied when the leader has a high level of faith in his or her team and trusts them to do the work at hand with high standards and little instruction. Employees are given complete control or power, and they must set their own goals, make decisions, and handle issues. This leadership allows the team to be highly empowered and more in demand, giving the team the advantages of having flexibility to succeed. For instance, if you assigned a police forensic squad to achieve a certain task, this technique would be most productive (Eagly, 2003). The leader would trust the team to execute their work appropriately without being instructed what to do. For example, before recovering tangible evidence such as fingerprints, clothes or body evidence, and anything that may be tested for DNA, the team would take images of the area. Laissez-faire leadership has several qualities in common, including little advice from leaders, employees have decision-making authority. It is expected of people to solve their own difficulties. Many information and tools are available, leaders' constructive criticism, leaders take charge when it's essential, and they're accountable for the overall actions and decisions they make.
Khan (2015) says the democratic leader engages the involvement of the entire team in decision-making. Members of the team can express their views, which may affect or influence the ultimate decision. The team leader is still in charge of making the final say, but only after hearing to everyone's perspectives and weighing them. Due to the theory encouraging employees to participate in decision-making, democratic leadership is also known as participatory leadership. Due to a lack of concentration and direction, when the Democratic Style is implemented ineffectively, it produces confusion, delays, and conflict among people (Goleman, 2022). This technique is best employed in the fire service, when, for example, rescuing a person or persons from a burning property requires more than one person to make the best option. 
As part of his six leadership styles, Daniel Goleman (2022) proposed the concept of democratic leadership. According to Goleman (2022), democratic leadership is based on the concept of collaboration and consensus. The leadership framework would bring individuals together, improve communication and idea exchange, and help the team come to an agreement on the best course of action. Goleman (2022) hypothesised that this would result in employees feeling more valued and so more dedicated to accomplishing corporate goals. 
While Lewin's leadership study has had a significant impact, he and his colleagues did not define democratic leadership precisely. Indeed, the approach they advocated, has certain undemocratic consequences. The issue was the definition's confusion, which allowed for varying levels of participation in decision-making to exist (Leadership & Performance Partners, 2019). 
Bernard M. Bass developed the Bass transformational leadership theory in 1985. This idea describes how a leader has an impact on his or her colleagues. A leader ensures that his or her colleagues understand the significance of duties and so raises their awareness of them (Bass and Bass, 2009). The transformational leadership style emphasises the team's overall success, encouraging everyone to think of the group rather than just themselves. Transformational leaders strive to improve their team members as people by increasing self-awareness; it's about going ahead as a team, not as a collection of people. The army is an example of transformational leadership because as a team, they continue together as a unit, never leaving a soldier behind. Idealized influence, inspiring motivation, intellectual stimulation, and individual concern are the four aspects that make up transformational leadership, sometimes known as the "four I's." Each component will be examined in detail to assist managers in implementing this strategy in the workplace (Bass, 1990, p.25).
Max Weber initially identified the transactional leadership style in 1947, followed by Bernard Bass in 1981. Managers are the ones who employ this approach the most. It focuses on the control, organisation, and short-term planning processes that are fundamental to management (Bass and Bass, 2009). The transactional leadership style motivates the team through rewards and punishments. This is a leadership style that is comparable to autocratic. The transactional approaches are clear and assertive, and they spend a lot of time stating what is expected of the entire team. There is a clear line of authority, and the leaders keep track of the job and everyone's individual achievement. Transactional leaders are frequently seen in organisations where employees are rewarded for outstanding performance with awards or time off. 
To sum up everything that has been stated, this assignment gives a range of different beliefs from highly intelligent psychologists. They all have different viewpoints on how a leader becomes a leader, and which leadership styles are most important and more effective. Some thought that they were made, and some believed they were born. However, others believed it was a sense of teamwork and team management. 
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Reflection Report
Introduction:
Being a retail assistant in Tesco, it is within my job role to use democratic leadership as it helps me communicate directly with the team and across other departments, as well as customers and explain their company's rules, procedures, and solutions in detail. Some of my other major responsibilities include:
- Anticipate customer needs and provide them with high quality service while upholding brand standards and values to ensure customer satisfaction.
- Handle POS system transactions including credit, cash, exchanges, returns and refunds to ensure seamless and accurate cash flow.
Although being a retail assistant focuses a lot on its customers by ensuring high levels of customer satisfaction in the store, it is also about teamwork. There are ten colleagues on the produce department, and we work well together as a team whilst having a lead manager who gives us regular meetings and conducts staff searches to ensure all members of the department are performing their jobs and duties to the best of their abilities.
Description:
A new employee named Josh had started on the department and my manager instructed me to train him and make him feel welcome. It was only Josh and I who were present during this shift. I walked him around the department on shopfloor explaining to him how we organise the department and showed him how things are run. I then guided him to the back of the store, to the warehouse where our backstock products are kept. One of the main tasks I wanted to show Josh was how to organise backstock and to separate it from delivery. My manager used a transactional leadership approach as she instructed Josh and I to complete organising the delivery, we would then be rewarded by getting sent home early. This tested both Josh and myself as it was only his first shift and he was a lot slower than me, I was determined to get the work done together. I described the tasks at hand and explained how to complete them effectively, I used the Laissezz-fair leadership style. This enabled Josh to use his own initiative and to learn in practice. 
Feelings:
When my manager approached and requested that I train a new employee, I felt proud and respected, I felt excited to have the responsibility of taking care of someone else and having the power to give my own instructions in a constructive way. She had noticed my qualities and trusted me to train Josh and help him feel comfortable in his new job. As the shift began, I was in denial of whether we’d be able to complete our task. There were a few issues, I went on break and when I came back not much of the task had been completed. In this situation, I felt quite disappointed and frustrated as I believed I had given him the correct instructions and confidence to carry on without me. I felt that by leaving Josh to use his own initiative was a wise decision as a leader at the time. However, this taught me that the best way to guide an individual to learn is to experience it in practice instead of being told verbally. After this experience and given that this was his first shift, I felt a great deal of guilt, this motivated me to encourage him more so that we could finish the job quicker. In retrospect, I'm glad we worked together to split up the task and feel that we worked well as a team.
Evaluation:
What worked well in this situation was that Josh and I worked efficiently together as a team, However, when I came back from my break and not a lot of the task was complete it held us back. It did motivate us to get the job done quicker, making a positive contribution to the team’s ethic.  What didn’t work so well is that I should not have left Josh to work on his own that soon into his shift.
Analysis:
The reason why things went well was because my instructions as a leader were clear and effective. Josh understood me and took my feedback into account, as a leader it is important to have a good relationship with your colleagues. Although, certain aspects of the situation didn’t go so well. I should not have gone on my break so soon; Josh was left on his own for thirty minutes during his first shift, I was not there if he needed assistance. I researched on other leadership styles which may have suited this situation better and the coaching leadership style would have been a lot more beneficial (Lee, 2020). Coaching leadership is when the leader
- guides and supports 
-gives feedback when needed
-give the option to ask questions and I responded with helpful information 
-encourage their strengths and to adapt

Conclusion: 
From this experience I learnt that I need to have more patience, maybe I should have stayed with Josh longer before going on my break so that he was certain and confident to be on his own. I guided Josh to the best that I could using a Laissez- Fair leadership style, but I have learnt that this style of leading was not the best style to use in this situation and coaching would have been. Therefore, I will take this on board and develop my communication skills and embrace individual’s strengths. 
Action Plan:
If I have the opportunity to train another new colleague, I will talk to them and ask them what their strengths are. I would then subject them to a more simplified job role where they could gain more confidence during their first shift. I would use the coaching leadership style and develop my skills on achieving this style effectively, ensuring the task is completed. If the situation arose whereby only two of us would be on shift, I would not leave a new member of the team on their own until they felt confident in me doing so. Another option would be to ask a manager to keep an eye on the new employee whilst I go on break, this would avoid any insecurities felt by the new team member and make them feel comfortable in their new role. It is important to relay that support of others is also available. 
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