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Academic Report Part 1

[bookmark: _Toc139450396]Introduction
Effective leadership is crucial for the success of an organisation, impacting employee engagement, productivity, and overall performance. This report critically analyses various aspects of effective leadership in the workplace, including skills, styles, barriers, and ethical behavior.
Leadership involves inspiring and influencing others, making informed decisions, and navigating challenges. Developing skills is important to meet evolving demands and create an environment where individuals thrive.
The report examines essential leadership skills like communication, decision-making, problem-solving and emotional intelligence. Evaluating personal abilities helps assess effectiveness within established leadership styles.
Different leadership styles, such as autocratic, democratic, transformational and servant leadership, have strengths and limitations in various scenarios. Strategies to overcome barriers like resistance to change, inadequate resources and ineffective communication are explored.
Ethical leadership, based on integrity, fairness, and transparency, considers stakeholders' needs and values. It fosters trust and accountability within the organisation.
In conclusion, effective leadership requires a combination of skills, styles and ethical principles. Evaluating personal abilities, assessing strategies and planning for change enhance effectiveness. Continuous development empowers leaders to adapt and drive teams towards shared goals in a dynamic workplace. Also, scenario as NHS.
[bookmark: _Toc139450397]A.  Effective Leadership Skills
It is skills involve guiding, influencing and inspiring others to achieve common goals, navigate challenges, make informed decisions and foster positive relationships (Northouse, 2019). Three key categories:
1. Administrative Skills:
Administrative skills involve effective planning, organisation, goal setting, resource allocation and monitoring progress. 

1. Interpersonal Skills: 
Strong interpersonal skills enable leaders to effectively communicate, listen and empathise, fostering collaboration, conflict resolution and motivation.
2. Conceptual Skills: 
Strong conceptual skills enable leaders to identify patterns, trends and opportunities, set long-term objectives and develop innovative strategies.

Figure 1: Core Leadership Skills
[image: A picture containing text, circle, diagram, font
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[bookmark: _Toc138495830][bookmark: _Toc138884390][bookmark: _Toc139450445]Figure 1. Source: Introduction to leadership: Concepts and practice (Northouse., 2019, p.1).
[bookmark: _Toc139450398]1.1 Administrative Skills:

1. Planning and Organising: 
Effective leadership requires administrative skills for resource management, coordination and efficient operations.
2. Decision-Making: 
Leaders need strong decision-making skills to consider different perspectives, weigh risks and benefits and choose the best course of action.
3. Time Management: 
Leaders must be able to prioritise tasks, meet deadlines, optimise productivity, delegate and allocate their time efficiently.


[bookmark: _Toc139450399]2.1 Interpersonal Skills: 

Leaders need strong interpersonal skills for positive relationships, effective communication and collaboration.

1. Communication: 
Effective leaders possess skilled communicators who effectively express themselves, actively listen and convey information.
2. Empathy: Empathy-driven leaders foster a supportive, inclusive work environment, demonstrating genuine concern for others and considering individual differences.

3. Conflict Resolution: Leaders should possess strong conflict resolution skills to resolve disagreements and create a harmonious and productive work environment.
[bookmark: _Toc139450400]3.1 Conceptual Skills:
Enable leaders to think strategically, analyse complex situations and envision the future. Some key conceptual skills include:
1. Critical Thinking: 
Effective leaders can think critically to solve problems, make sound judgments and anticipate potential challenges.
2. Strategic Planning: 
Leaders with strong strategic planning skills can develop long-term visions, set goals and devise strategies to achieve them.
3. Innovation: 
Leaders with innovation skills can think creatively, challenge the status quo and foster a culture of innovation to drive positive change.
Continuously developing and refining leadership skills is crucial for effective problem-solving, team inspiration and organisational success.
Effective leadership requires communication, emotional intelligence, decision-making, adaptability and resilience to guide and inspire teams:



1. Communication: 
Effective communication boosts employee engagement, satisfaction, and performance (Eisenbeiss et al., 2008). Open, transparent communication is crucial for clarity, reduced anxiety and employee trust (Bordia et al., 2004).
2. Emotional Intelligence: 
It is positively impacting leadership effectiveness, enabling leaders to navigate social situations, build strong relationships and inspire teams (Goleman et al., 2002). Emotional intelligence is crucial in crisis situations, enabling leaders to demonstrate empathy and manage emotions effectively.
3. Decision-Making:
 It involves analysing information, evaluating options and fostering team ownership (Yukl, 2010). NHS requires healthcare professionals' involvement in decision-making for patient care.
4. Adaptability: 
In healthcare requires effective leadership, navigating uncertainty, innovation and embracing change (Huy, 2002). Adaptable leaders inspire and motivate teams to embrace change and find creative solutions.
5. Resilience: 
Resilience involves overcoming setbacks, maintaining focus, inspiring teams and improving organisational performance (Hochwarter et al., 2003).
The essay highlights the significance of interpersonal and conceptual skills in leadership in the NHS context. Interpersonal skills, like communication, empathy and conflict resolution, are crucial for building positive relationships, fostering collaboration and creating a supportive work environment. Conceptual skills, like critical thinking, strategic planning and innovation, enable leaders to analyse complex situations and envision the future. Continuously developing and refining leadership skills is essential for problem-solving, team inspiration and organisational success. The most suitable leadership style for the NHS is one that combines strong interpersonal and conceptual skills, enabling effective communication, empathy and constructive conflict resolution. (Smith, 2020).
Article advocates for healthcare leaders' visioning, innovation, collaboration and adaptability in the NHS context, focusing on effective communication, emotional intelligence, decision-making, adaptability and resilience.


[bookmark: _Toc139450401]B. Effective Leadership Styles

The Achievement-Oriented approach, proposed by John Adair (2007), focuses on setting challenging goals and providing individuals with the necessary support, resources and feedback to achieve those goals. Effective leaders often integrate principles from multiple theories, adapting team members and the organisation.

Four management theories analyse employee perception, management, motivation and organizational effectiveness, revealing contrasting perspectives on perception and motivation.

Theory X assumes employees dislike work and requires control and supervision for productivity. It relies on external control, rewards and punishments for motivation. 
This theory may lead to a hierarchical, authoritarian culture, stifling creativity, engagement and is considered outdated in modern workplaces. 


Theory Y assumes intrinsic motivation in employees, emphasising autonomy, empowerment and growth opportunities. It promotes a participative, collaborative culture, fostering engagement, creativity and innovation. Managers act as facilitators, allowing employees to contribute and tap into their full potential.

Theory Z combines Japanese and American management practices, focusing on long-term employment, teamwork and supportive work environments. It promotes a strong organisational culture, long-term relationships and employee development, with implications for organisational success.

Theory A emphasises agility and adaptability in response to rapidly changing business environments. It values employee growth mindset, continuous learning opportunities and quick response to change. This theory promotes an innovative organisational culture, encouraging proactive, adaptable and open-mindedness, making it relevant in dynamic industries.

These four theories (A, X, Y and Z) provide insights into management approaches, focusing on employee inefficiency, supervision and micromanagement (Gannon & Boguszak, 2013).


Theory Y, introduced by Douglas McGregor (Cummings, et al., 2010), Theory Y emphasises employee self-motivation, responsibility and initiative. Managers promote empowering, autonomy and a positive work environment to boost motivation and productivity. Theory Z, introduced by William Ouchi (1981). Management practice blends Western and Japanese elements, promoting long-term employment, employee involvement and loyalty. Theory X and Y differ in employee motivation and management, with Theory Y emphasising empowerment, Theory Z focusing on relationships and Theory A highlighting agility. Organisations should consider strengths and limitations, adopting a tailored approach for their unique context and objectives.

Leadership styles, including autocratic, democratic, laissez-faire, transformational, situational, and contingency, significantly impact behaviour and performance (Aithal & Kumar, 2016.).

1. Autocratic Leadership: It involves a leader with centralised authority, control over decision-making and a top-down approach. It's effective in situations requiring quick decision-making, clear direction and limited knowledge or experience (Lewin et al., 1939). However, excessive autocratic leadership may lead to decreased motivation, job satisfaction, and creativity among employees (Van der Vegt & Bunderson, 2005).

2. Democratic Leadership: It promotes shared decision-making, active involvement, collaboration, communication and a participative work environment, resulting in higher job satisfaction and performance (Bass & Riggio, 2006). Involving multidisciplinary teams and stakeholders in democratic leadership fosters diverse perspectives, ownership and commitment in decision-making.
3. Laissez-Faire Leadership: It involves minimal interference and guidance, allowing individuals or teams to make decisions independently. It is effective in skilled, self-motivated teams with expertise and experience, but can lead to confusion, reduced productivity and decreased overall performance when there is a lack of structure or guidance. (Avolio et al., 1991). 



Additional Leadership Styles:
Transactional versus Transformational Leaders

[bookmark: _Toc138884414][bookmark: _Toc139450454][image: A picture containing text, screenshot, font, receipt

Description automatically generated]Table 1. Sources: Transactional versus Transformational Leaders (Den Hartog,1997).


Transformational leadership motivates followers to achieve exceptional performance, foster positive relationships and develop potential. (Table 1). It encourages innovation, learning and empowers subordinates in healthcare, driving change and improvement (Den Hartog,1997), (Eisenbeiss et al., 2008).

Situational/Contingency Leadership: Situational leadership adapts leadership behavior based on specific situations, assessing followers' needs and capabilities. Leaders can adopt directive or participative approaches, particularly in healthcare, to navigate complex challenges.
Leadership Style Appropriate for the NHS Context:
NHS requires democratic leadership for complex environments, promoting collaboration, shared decision-making, stakeholder involvement and improved job satisfaction. (Cummings et al., 2010). Democratic leadership in healthcare fosters collaboration, participatory decision-making and engagement, improving patient outcomes and addressing complexities in NHS contexts.
[bookmark: _Toc139450402]C. Tackling the Barriers to Leadership in the Workplace 

Recently, research have shown an increased interest in comparing in class activity on these studies cases link with module session week 9(Appendix C):
[image: A screenshot of a computer
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[bookmark: _Toc139450446]Figure 2. Comparing Case Study (Appendix C).
Uncertain times or crises are periods of disruption, volatility, and ambiguity that challenge organizations and their leaders. 
These situations involve unforeseen events or circumstances disrupting normal operations, requiring effective leadership to navigate complexities and uncertainties. The National Health Service (NHS) has experienced or is likely to encounter several crises due to the healthcare industry and external factors.
The COVID-19 pandemic has significantly impacted healthcare systems worldwide, presenting unprecedented challenges like patient influx, resource shortages and rapid decision-making. The NHS had to quickly adapt and mobilise resources to provide adequate care and protect healthcare workers' well-being. Kruk et al. (2022) emphasise the significance of strong leadership in healthcare crisis management, coordinating response efforts effectively.
Another potential crisis that the NHS might face is a financial crisis. The healthcare sector often operates within constrained budgets and economic downturns or funding cuts can significantly impact service delivery. Financial crises can lead to resource shortages, reduced staffing levels and compromised patient care. In a study by McKee and Healy (2002), it was found that healthcare organizations facing financial crises require effective leadership to make difficult decisions, prioritise resources and maintain staff morale and motivation.
The article's recommendations on leadership priorities during uncertain times require critical evaluation to assess their relevance and effectiveness in addressing NHS challenges. Clear communication is crucial for accurate information, trust and stakeholder alignment. 
Menon et al. (2017) emphasises the significance of communication in crisis management, decision-making and stakeholder satisfaction.
However, a point of critique regarding leadership priorities in uncertain times is the article's emphasis on top-down decision-making. While decisive leadership is crucial in crisis situations, an overly hierarchical approach may hinder innovation, collaboration and the involvement of frontline workers who have valuable insights and expertise. Research by Boin and McConnell (2007) suggests that crisis management requires a more participatory and inclusive leadership style that engages diverse perspectives and encourages collective problem-solving.
Another critical aspect that the article highlights is the importance of maintaining employee morale and well-being. It recognises the stress and pressure experienced by healthcare professionals during crises and recommends providing support and resources to ensure their well-being. Studies highlight crisis events' impact on healthcare workers' mental health and resilience (Greenberg et al., 2020). 
Supportive leadership that acknowledges and addresses the well-being of staff can contribute to their motivation, job satisfaction and ability to deliver high-quality care.
Uncertain times and crises in healthcare, like the COVID-19 pandemic and financial crises, present significant challenges for leaders. Clear communication, employee well-being and a participatory leadership approach are crucial for effective leadership during these times. By understanding and addressing these challenges, leaders can navigate uncertainties and foster resilience within the NHS.

[bookmark: _Toc139450403]D. Ethical Leadership
Figure 2: In Practise Leadership Ethics

[image: The diagram visualizes the factors related to ethical leadership.

The diagram contains a central circle, labeled Ethical Leadership, surrounded by a ring of 6 further circles. The outer circles are each connected to the central circle by arrows pointing to the central circle. The 6 outer circles are labeled, clockwise, as follows:

1. The character of the leader.
2. The actions of the leader.
3. The goals of the leader.
4. The honesty of the leader.
5. The power of the leader.
6. The values of the leader.
]

[bookmark: _Toc138884391][bookmark: _Toc139450447]Figure 3. Source: In Practise Leadership Ethic (Crossan et. Al., 2017).


· The character of a leader is a pivotal factor in determining their effectiveness and influence. It comprises qualities, disposition, and core values that shape their decision-making and behavior. Six essential dimensions of character are trustworthiness, respect, responsibility, fairness, caring, and citizenship. These dimensions are fundamental to a leader's character and contribute to their ability to inspire trust, foster positive relationships, and act ethically (Table 2).
· The actions of a leader achieve goals and objectives through principles like respect, service, and fairness, establishing integrity and influence through aligning actions.
· These goals of a leader inspire and drive collective efforts by pursuing meaningful, worthy goals, fostering ownership and commitment among team members, and establishing goals agreeable to all stakeholders.
· Honesty is a vital aspect of leadership and is synonymous with ethical behavior. Being truthful and transparent in communication and actions builds trust and credibility. Ethical leaders face the challenge of balancing honesty with appropriate discretion, considering the impact on others.
· The power of a leader lies in their ability to influence others. Ethical leaders wield their power in a fair and caring manner, actively preventing its misuse. They remain self-aware and vigilant, recognising the potential for abuse.
· Leadership values encompass ethical values, modal values, and end values. Ethical values guide a leader's behavior, while modal values shape decision-making. End values represent the ultimate goals leaders strive to achieve (Crossan et. Al., 2017).
· By embodying ethical values, aligning moral values with ethical principles, and working towards meaningful end values, leaders foster a positive and ethical organisational culture. The values they uphold serve as a compass, guiding actions and influencing team behavior.

Table 2. Definitions for dimensions of leader character

[bookmark: _Toc138884415][bookmark: _Toc139450455]Table 2. Source: Characteristics of leadership style concepts ((Crossan et. Al., 2017, p.1).
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Ethical leadership is crucial for organisational effectiveness, employee well-being, and societal impact. It involves leaders demonstrating moral principles, values, and behaviours in decision-making, interactions, and leadership. They prioritise integrity, fairness, transparency, and responsibility, setting an example and creating an ethical climate within their organisations. Ethical leaders serve as role models, influencing ethical behavior and fostering a culture of integrity, leading to increased trust, employee satisfaction, and organisational commitment. They also contribute to improved organisational performance, stakeholder relationships, and long-term sustainability.
The article emphasizes ethical priorities in leadership, particularly in the context of the National Health Service (NHS). It highlights the importance of ethical decision-making, integrity, trust, patient-centeredness, and accountability. Ethical leaders in healthcare prioritise patient well-being, uphold professional standards, and make decisions aligned with ethical principles. The article could further emphasize the importance of ethical leadership in fostering a culture of psychological safety, where individuals feel safe to speak up and engage in open dialogue (Elkomy et al., 2020).
It would also be beneficial for the article to discuss the potential ethical challenges and dilemmas faced by leaders in the NHS, such as resource allocation and maintaining professional integrity under external pressures. Exploring these challenges and providing guidance on ethical approaches would enhance the discussion on ethical leadership. Overall, the article aligns with the importance of ethical leadership in the NHS, but further exploration of psychological safety and specific ethical challenges would enhance the discussion.
In the context of the NHS, charismatic leadership is characterised by strong role models, clear goals, high expectations, and inspiration. Charismatic leaders connect with followers, inspire trust, loyalty, and alignment with shared visions. They effectively communicate beliefs and expectations, challenge team capabilities, and create an atmosphere of enthusiasm and passion. Charismatic leadership inspires admiration and has a transformative impact on individuals and organisations.





[bookmark: _Toc139450404]Conclusion
When it comes to leadership skills, the report highlighted the importance of key skills such as effective communication, emotional intelligence, adaptability and decision-making. The article emphasised the significance of emotional intelligence in leadership, particularly Daniel Goleman's model, which highlights Important components include self-awareness, self-control, awareness of society, and relationship management.
It is challenges to leadership in uncertain times were explored, and examples of crises in the NHS context were provided. The article discussed the priorities for leadership during uncertain times, including effective communication, empathy and agility. However, it could benefit from further discussion on psychological safety and addressing specific ethical challenges.
Regarding ethical leadership, the report defined it as the demonstration of moral principles and behaviours and highlighted its importance in promoting organisational effectiveness and creating an ethical climate. The article emphasised ethical decision-making, integrity, trust, patient-centeredness, and accountability as ethical priorities.
Considering the context of the NHS, a leadership style that combines transformational and democratic approaches seems most appropriate. This style promotes employee engagement, collaboration and the ability to adapt to uncertain situations, which are crucial in a healthcare environment focused on delivering high-quality care.
In conclusion, effective leadership in the NHS requires a combination of transformational, democratic leadership style, along with essential leadership skills such as effective communication, emotional intelligence, adaptability and ethical decision-making. By embracing these approaches and skills, leaders can navigate the challenges of the healthcare environment, inspire their teams, also this contributes to the provision of quality treatment and favourable results for patients and stakeholders.

[bookmark: _Toc139450405]Reflective Report Part 2

I. [bookmark: _Toc139450406]Introduction
In this reflective essay, I will explore my learning journey and insights gained through the study of effective leadership. To structure my points, The Gibbs Reflective Cycle (Adeani et al., 2020) will be used, which has six stages: description, feelings, evaluation, analysis, conclusion and action plan. This model guides me in reflecting on my increased knowledge of leadership styles, self-awareness and the impact it will have on my future workplace interactions.
Reflecting on my increased knowledge of task-oriented individuals, I recognise the importance of tasks in providing a sense of control and self-mastery. Aligning with some characteristics of task-oriented individuals, I can leverage this approach to enhance my productivity and sense of accomplishment. In future workplace interactions, I aim to create a supportive environment for task-oriented individuals by acknowledging their needs and providing clear goals and structure. I will continue to deepen my understanding of different work styles and explore strategies for effective collaboration, ultimately enhancing my ability to work with individuals possessing diverse orientations.
Increased Knowledge of Leadership Styles: Throughout my research and readings, I have gained a deeper understanding of various leadership styles and their implications in different contexts. I learned about autocratic, democratic and laissez-faire leadership styles, each with distinct characteristics and outcomes. The transformational leadership style, which emphasises inspiration and motivation, resonated with me the most. Its focus on creating a shared vision and empowering followers aligns with my personal beliefs about leadership (Leithwood & Jantzi, 2005).
Self-Awareness and Workplace Application: Studying leadership styles has increased my self-awareness as I reflected on my own leadership approach. I recognised the importance of emotional intelligence and effective communication in inspiring and motivating others. This awareness will undoubtedly benefit me in the workplace, as I can now consciously adapt my leadership style to different situations and individuals. By incorporating a transformational and democratic leadership approach, I aim to foster an inclusive and collaborative environment where team members feel valued and empowered (Drysdale, 2017).

Key Informative Literature: During my exploration of effective leadership, several pieces of literature have significantly informed my understanding. The works of Daniel Goleman (2002) on emotional intelligence, particularly his model highlighting of improve self-awareness, self-management, social awareness and relationship management. Have been instrumental in shaping my comprehension of effective leadership skills. Additionally, transformative study of leadership by Bass and Avolio (1991).  He has provided valuable insights into the positive impact this leadership style can have on employee satisfaction, organisational performance, and patient care outcomes (Blake & Mouton, 1985).

Areas for Future Learning: Reflecting on my learning journey, I acknowledge the need to explore certain aspects of leadership further in the future. One area of interest is ethical leadership, as I believe delving deeper into ethical decision-making, integrity, and accountability will contribute to my growth as a leader. Additionally, gaining a better understanding of situational and contingency leadership approaches will expand my repertoire of leadership skills, allowing me to adapt effectively to diverse and challenging situations (Chima & Gutman, 2020).
Conclusion and Action Plan: This reflective essay has highlighted the significance of studying effective leadership and its practical application in the workplace. The examination of various leadership styles has enhanced my self-awareness and provided a framework to align my leadership approach with my values. Going forward, I am committed to furthering my understanding of ethical leadership and exploring situational and contingency leadership models. By doing so, I will equip myself with a comprehensive toolkit of leadership skills, enabling me to navigate complex workplace challenges and make a positive contribution to my team and organisation (Nanjundeswaraswamy & Swamy, 2014).

I. [bookmark: _Toc139450407]Conceptualising Leadership
· The questionnaire prompted me to explore my understanding of leadership, revealing that interactions with leaders significantly influenced my perception. Leadership goes beyond titles and positions, involving inspiring, influencing, fostering trust, collaboration and growth also taking responsibility for outcomes and impacts (Sethuraman & Suresh, 2014).
· As I progressed through the questionnaire, I carefully considered each item and used the provided scale to express my level of agreement or disagreement. Surprisingly, my highest score was for behavior emphasis, reflecting the significance I attribute to a leader's actions and behaviours in the process of leadership. I believe that leadership is not solely defined by inherent traits or abilities but is strongly influenced by how a leader acts and interacts with others (Appendix A).
· However, it is crucial to acknowledge that leadership encompasses various dimensions. While behavior emphasis received my highest score, I also recognise the importance of other aspects such as trait emphasis, relationship emphasis, and the dimensions outlined in the questionnaire. This realisation broadened my understanding of leadership and highlighted the multifaceted nature of the concept.
· Comparing scores and reflecting on their implications helped me understand my leadership approach. I identified strengths, preferences, and areas for growth, shaping my future leadership practice. I now focus on cultivating strong relationships, recognizing individual differences, and fostering a shared vision among team members.
· In conclusion, the Conceptualising Leadership Questionnaire was a thought-provoking experience that deepened my understanding of how I define and perceive leadership. Through examining the implications of my scores and considering the various dimensions of leadership, I am now better equipped to navigate the challenges of leadership and positively impact the lives of those I lead.

II. [bookmark: _Toc139450408]Ethics Leadership Style Questionnaire


Ethical leadership styles vary based on individual preferences and beliefs. Here are some common ethical leadership styles:
1. As a leader with a duty ethics perspective, I prioritise doing what is morally right and fulfilling my duties, even in difficult choices (Appendix B).
2. Consequentialist Ethics: With a consequentialist perspective, I focus on the outcomes and consequences of my actions.
3. Virtue Ethics: Emphasising personal character and virtues, I adopt a virtue ethics perspective.
4. Relational Ethics: Ethical leadership emphasises building and nurturing relationships, trust, and considering the impact of actions on others.
5. Ethical Egoism: It prioritises self-interest and personal gain; I recognise that it may not be considered ethically desirable in leadership.
It is important to note that these styles can coexist to varying degrees within my leadership approach. Depending on the situation and my values, I may draw upon different ethical perspectives. I also understand the possibility of blending or integrating multiple ethical styles to create a unique leadership approach.
Understanding different ethical leadership styles enables me to make more informed decisions, navigate ethical dilemmas effectively, and foster a positive ethical culture within my organization. By embracing a diverse range of ethical perspectives, I can lead with integrity, inspire trust, and promote ethical behavior among my team members.
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1. CIPD Report: This report emphasises the need to address barriers to leadership and good people management. It suggests that the focus should shift from training individual leaders to improving the leadership capacity of the entire organization. The report recommends understanding the leadership needs of the organisation and aligning the organizational context to support leadership.
2. Millers Oils: To support a new way of working, Millers Oils changed the way rewards were organised. This change in the organisational environment aimed to align incentives with the desired behavior and outcomes. Additionally, the case study highlights the importance of coaching individuals through problem-solving and promoting an environment that encourages initiative and learning from mistakes.
3. British American Tobacco South Asia: This case study emphasises the need for leaders at all levels to demonstrate agility due to the increasing rate of change. It also highlights the importance of involving employees in strategy development through the concept of "Line of Sight." The case study suggests that employees should understand their role in contributing to overall objectives, fostering a sense of ownership and alignment.
4. Thames Valley Police: This case study focuses on the balance between directive and empowering leadership in a policing context. It highlights the challenges faced by police officers due to increased scrutiny and the need for managers to support discretionary decision-making and coach their team members' development.
5. Crime Reduction Initiatives: This case study challenges the traditional view of leadership as solely a senior staff capability. Instead, it targets managers at all levels and emphasise competencies such as coaching and emotional intelligence. The external pressures associated with work necessitate managers' ability to adapt and support their teams effectively.
6. Port of Felixstowe, Hutchison Ports UK: This case study highlights the need for leadership evolution in response to the changing external context. It emphasizes changing the behavior of line managers and nurturing ownership among front-line staff as essential elements of leadership development.
In summary, these case studies illustrate different approaches to improving leadership capacity within organisations. They highlight the importance of aligning organisational context, promoting agility, providing coaching and development opportunities, and fostering ownership and alignment among employees at all levels.
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