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You most commonly adopt an
authoritarian or autocratic leadership
style. You rarely consult your team
members and, instead, tend to tell
them what you want, when you want
it, and how you want it done.

This style works well in a crisis, when
a task must be completed quickly.
However, you'll likely demoralize,
demotivate and aggravate people if
you use it all the time. This can
translate into high absenteeism and
turnover rates. You'll also miss out on
a wealth of ideas, thereby stifling
innovation and creativity. Read more
below.

You lean toward a democratic or
participative style of leadership. You
tend to set the parameters for the
work and have the final say on
decisions, but you actively involve
your team members in the process.

This style can build trust between you
and your people, as they'll likely feel
engaged and valued. But it's not great

in a high-pressure situation that

requires a fast turnaround, as it will

slow you down. And, if you dislike
disagreement or conflict, you mig n
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1.0 Introduction
In comparison to the past, the value of leadership has increased dramatically in businesses. Globalization, evolving social and demographic trends, more worker knowledge, and rapid technical developments have created a need for senior management to devote all of their efforts to bringing about organisational change (Graetz, 2000).
As the corporate environment evolves, it becomes more impulsive and turbulent. Organisations strive to adapt to such conditions and implement change, but they often fail owing to inadequate change management and lack of change leadership methods (Higgs & Rowland, 2000; Judge, 2011).

The present research is looking into the impact of different leadership styles and Models.

One of the most critical criteria for this change's success is leadership (Kotter, 1995). It is regarded as a significant contribution to the development of organisational transformation capability (Judge, 2011). 
This report will also highlight the key differences between management and leadership roles, as stated by Zaleznik, (2004), Managers advocate for status quo and stability in an organisation, whereas leaders advocate for innovation and change.
The writer will identify his own leadership style using self-assessment questionnaires as well as identify which leadership style is used in his own workplace.
In the final part of the report the writer will establish as a leader how to set direction, motivate, delegate, and empower his employees to bring about a workplace change
2.0 Difference between Leadership and Management
Management or leadership style refers to the way in which managers use authority in the workplace and ensure that their goals are accomplished. It focuses on how managers plan and organise work in their areas of responsibility, as well as how they interact with and manage their co-workers and team members. Both leaders and managers, according to Zaleznik, (2004) make major contributions to an organisation, and each one's contribution is unique. Managers advocate for status quo and stability, whereas leaders advocate for innovation and change. In addition, managers do tasks, wield influence, and are concerned with how things are done, whereas leaders are concerned with understanding people's viewpoints and gaining their commitment (Kotter, 1987).
According to Kotter, (2001) Leadership and management are two separate and interdependent systems of activity, each has a distinct role and set of actions. Management is concerned with coping with a situation's complexity, it restores order and predictability. Businesses, on the other hand, must be able to adapt to change in order to thrive. As a result, leadership entails knowing how to deal with rapid change.

According to Kotter, (2001) the leadership process involves:

• Establishing a vision for the organization, 

• Aligning people with the vision through communication, 

• Motivating people to act by enabling basic needs and fulfilled. 

The management process involves:

• Budgeting,
• Planning and staff,
• Management is in charge of maintaining control and resolving challenges.
Management builds capacity to carry out its plan by organising and staffing it. This includes creating an organisational structure and a set of jobs to fulfil plan requirements, staffing the jobs with qualified individuals, communicating the plan to those people, delegating responsibility for carrying out the plan, and devising systems to monitor implementation. 
According to Sinek, (2018) Mintzberg's broad popularity is strengthened by his underlying concept that management is about applying human abilities to systems rather than systems to people, a theme that runs throughout his writings. The unpleasant reality of what managers do is described by Mintzberg. 'The stresses of the job cause the manager to take on too much work, promote disruption, respond quickly to every stimulus, seek the practical and avoid the abstract, make little decisions, and do everything quickly,' he claims. Mintzberg continues to stress the importance of the manager's task and the need to fully comprehend it before teaching and developing those who will carry it out. In modern society, there is no more crucial occupation than that of a manager. It is the manager's job to determine if our social institutions are serving us well or are wasting our abilities and resources.
People alignment, on the other hand, is the corresponding leadership action. This entails communicating the new path to individuals who can build coalitions of people who understand the goal and are dedicated to seeing it accomplished. It has grown increasingly crucial in recent years as the corporate world has become more competitive and turbulent due to increased worldwide competitiveness, faster technical change and only those organisations that embrace both sides of that contradiction can prosper in challenging times.

Lunenburg (2011) describes assigned leaders, as individuals who have been given a formal leadership role in their organisation. On the other side, an emerging leader is someone who rises to the position of leader as a result of how other members of the group react to them. Regardless of whether leadership was assigned or emerged, a person is a leader when they participate in it, as quoted by Simon Sinek “Leading is not the same as being the leader. Being the leader means you hold the highest rank, either by earning it, good fortune or navigating internal politics. Leading, however, means that others willingly follow you not because they have to, not because they are paid to, but because they want to" (Sinek, 2013).

The people in charge are known as managers. They've been promoted and now have greater duties, as well as direct reporting. Leaders, on the other hand, are different. Employees look up to their superiors, who are known as leaders. People want to follow them because they build a great culture, and they believe in their ideas and direction.

2.1 The importance of a leadership culture in an organisation
According to a Gallup article by Clifton (2017), states that leadership is one of the most critical variables in deciding whether a company's work culture is good, terrible, or indifferent. According to Clifton (2017), truly exceptional cultures are distinguished by a multitude of star team leaders. From the Gallup, (2021) study, reveals a team leader's knowledge, abilities, and talent account for 70% of the difference between poor, good, and exceptional cultures.  This is one of the most significant workplace breakthroughs in Gallup's history. As according to Gallup study (2021), just 2 out of 10 employees believe their performance is handled in a way that drives and motivates them to do outstanding work.

Clifton (2017) also states that good performance improvement entails generating a cultural shift in how individuals operate. Shifting from performance management to performance development necessitates managers viewing themselves as coaches rather than bosses. When performance is centred on this notion, manager-employee interactions seem more encouraging and fulfilling than annual reviews. As a result, Gallup (2021) suggests that you first shift your team's leadership philosophy from command-and-control to one of high growth, high purpose, and strengths-based coaching. If you accomplish these three things successfully, you will instantly see more creativity and entrepreneurship, as well as a more secure future.
2.2 Leadership Styles and Models
The leadership style of a person indicates how one directs, motivates, guides, and manages a group of people. Political revolutions and societal changes motivate great leaders, and they may also encourage others to achieve, grow, and innovate (Cherry, 2021). 
According to Kashyap, (2017) the leadership style can help you become a better leader. Leadership style is a personal matter, and it emerges naturally in each person based on their personality types, Introversion, and extraversion, thinking, and feeling, and evaluating and perceiving are all factors that influence it. All of these characteristics have a significant influence on a leader's success or failure, as well as the success or failure of a company.
Many theories and frameworks have been developed by academics to assist to better understand and identify these diverse leadership styles.
In 1939, a group of academics led by psychologist Kurt Lewin set out to discover distinct leadership styles, according to Cherry (2021). While further research is needed to discover more distinct types of leadership, this preliminary study had a significant influence. It defined three fundamental leadership styles (Appendix 1), which have since been used as a framework for more in-depth leadership theories.
According to Cherry, (2021) there are three Leadership Styles by Kurt Lewin are:
Authoritarian Leadership (Autocratic)

Authoritarian leaders, also known as autocratic leaders, set clear expectations for what must be accomplished, when it must be accomplished, and how it must be accomplished. This leadership style places a great emphasis on both the leader's command and the followers' control. A significant distinction exists between the leader and the members. Leaders that are authoritarian make choices on their own, with little or no involvement from the rest of the group.

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. Exploitation of this strategy is often perceived as dominating, bossy, or dictatorial.
Participative Leadership (Democratic)
Democratic leadership builds on empowering team members to participate in decision-making, with a strive toward consensus. The engaging climate welcomes everyone’s opinions, leading to robust solutions. However, the democratic leader still has the final say on any decisions. This style is sometimes slow but generally very effective.

According to Cherry, (2021) the Democratic Leadership style was introduced in the 1930s as one of the three leadership behaviours used in the Kurt Lewin experiments in 1938. The Lewin model assumes a leader has one of the three behaviours, and there is no push for leaders switching styles depending on circumstances (Lewin, 1939).

The advantage of the democratic leadership style according to Lindberg, (2021) is its increased creativity and innovation, collaboration, which helps to solve complex problems, high employee engagement, and strong accountability through shared goals.
The drawback of democratic leadership according to Lindberg, (2021) it brings weaknesses in productivity, which can drop while waiting for time-consuming decision processes, and it does not work well in low-skilled, inexperienced teams.
Delegative Leadership (Laissez- Faire)
Lewin discovered that children who were subjected to delegated leadership, often known as laissez-faire leadership, were the least productive of the three groups. This group's youngsters were also more demanding of the leader, exhibited less teamwork, and were unable to work alone.

Lewin observed that laissez-faire leadership generated disorganised organisations with members who blamed each other for mistakes, refused to accept personal responsibility, made less progress, and did less work (Lewin, 1939).
Delegative leaders provide little or no instruction to group members and delegate decision-making to them. While this approach can be beneficial in instances involving highly skilled professionals, it frequently results in poorly defined responsibilities and a lack of drive.

There are many other leadership styles and models such as:
Transformational leadership 
This type of leadership is cited as the most effective leadership style, according to Simon & Schuster, (2009) the researcher, initially characterised this approach in the late 1970s and later built on it by Bernard M. Bass. Transformational leaders have the ability to excite and inspire their followers while also directing good change in their organisations as well as these leaders are often emotionally bright, dynamic, and enthusiastic. They are dedicated not only to assisting the organisation in reaching its objectives, but also to assisting group members in reaching their full potential. According to Choi, et. al. (2014), research also reveals that this type of leadership this leadership style can produce greater performance and improved group satisfaction than other leadership styles. One research also discovered that transformational leadership enhanced group members' well-being (Kark & Van Dijk, 2017).
2.3 Examples of top successful leaders of all time and their leadership style
According to ResourcefulManager, (2018), Colin Powell evolved to become a great example of Situational leadership. He is still regarded as one of America's most revered personalities, a guy whose fame spanned party boundaries and political ideologies. The situational leader does not adhere to a particular style, but rather adjusts to the circumstance as it arises. This was very important in Powell's exceptional career. This Harlem-born general-to-be had to adjust to military bureaucracy and political reality as he progressed through the ranks. He soon found himself working alongside presidents, dating back to Richard Nixon's second term that needed a whole new set of leadership skills and values.

Bill Gates is on everyone's list of the Top 10 most revered business executives in the United States ever. Gates left a history as a demanding and, at times, unpleasant employer when he departed from Microsoft in 2008. Nonetheless, he fostered and cultivated people's immense creativity and innovation, and he made a point of acknowledging accomplishments. The programmers, engineers, designers, MBAs, and others who attended Gates' development sessions on a daily basis said he constantly interrupted to question and challenge assumptions. Given such facts, it's difficult to deny that Gates used an authoritarian leadership style extensively. He seized command and made it clear to everyone that he was in control. But, like so many successful people, he used a combination of other techniques as well. He was well aware that his authoritarian leadership style did not encourage innovation. Control fanatics hamper innovation. (It's been stated that in his early years, Gates needed so much control that he signed off on his second-in-command, Steve Ballmer's, expenses. In fast-changing settings when quick choices are necessary, the authoritarian approach is particularly successful. Gates' willingness to make judgments on the fly is credited with much of Microsoft's success (ResourcefulManager, 2018).

Martin Luther King employed a range of methods to develop and lead a movement that was critical to the success of the United States' efforts to remove legal segregation.

He was a leader who served others. He was transformative, but he could also be authoritarian. He served as a coach and mentor. However, in gaining the hearts and minds of the American people, as well as establishing a worldwide following, King was first and foremost a practitioner of the art of Charisma leadership. His "I Have a Dream" speech raised awareness and concern about civil rights in the United States. This speech was not intended to win the hearts and minds of his people, which is an essential lesson for leaders. They had already agreed. What his speech accomplished – with a force that is still felt today – was to win the hearts and minds of the public opinion (ResourcefulManager, 2018).
3.0 Identifying own Leadership styles

The writer used mindtools.com's self-assessment quiz to figure out his personal leadership styles. The results can be found in (Appendix 2). After completing the questionnaire, the results revealed that the writer's most prevalent leadership style was authoritarian or autocratic, with a score ranging from 12 to 20. It revealed that he needs to strengthen his consulting skills and communicate with his team members more effectively. He also likes to delegate and be more direct with his staff, according to the data. This can have an impact on the relationship between the writer and the employees since the employee may feel that they are being treated like a child or that they are not trusted to accomplish the job efficiently. This can also make the leader appear distant. When delating, the writer must make sure that all of the material is correct and that he does not micromanage.
On the democratic and participative leadership style, the writer received a score of 21-27. This writing style demonstrates that the writer has the final say in decision-making and setting the parameters. The writer actively incorporates his team members in the process and listens to their opinions, which is a benefit of this method. The findings showed that this leadership style can help to develop trust between the leader and the team. The disadvantage is that it may be difficult to perform a quick turnaround when under pressure.
The primary leadership style, according to the final leadership, is delegating or "laissez faire." In terms of how people work toward their objectives, he provides far too much flexibility. When your crew is highly talented and motivated, this is a terrific technique, according to the results. When working with freelancers and contractors you can trust and rely on, this is a terrific approach. The disadvantage of this approach is that it can backfire if you lose track of the situation.

A second interactive leadership style evaluation was completed by the author. The results can be found in (Appendix 3). The results suggest that a transformational leader is the most common leadership style. The writer communicates with his staff in a variety of methods, including verbal and written communication, team meetings, 1-2-1, coaching and mentoring sessions, and when delegating, providing direction, and delegating. When it comes to this style, he is constantly upbeat and optimistic about the future. By conducting team meetings, sharing the goal, and assisting them in achieving it, he establishes a shared vision with his colleagues. He prioritises his employees and engages and includes all members.
4.0 Own ability to set direction, motivate, delegate, and empower others to bring about a workplace change

As the manager of the Sundabon restaurant, in charge of a large number of employees, as a leader must be able to motivate, empower, lead, and delegate successfully. Models like Maslow's Hierarchy of Needs may assist me as a leader understand the needs of others while guiding my staff to develop goals, inspire them, assign tasks, and empower them throughout a workplace change.
4.1 Maslow’s Hierarchy of Needs
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[Figure 1. Maslow’s Hierarchy of Needs]
Abraham Maslow, a psychologist, first proposed the notion of a hierarchy of needs in his 1943 work A Theory of Human Motivation and his later book Motivation and Personality. According to this hierarchy, people are motivated to meet fundamental wants before moving on to more complex requirements.

The most common representation of this hierarchy is a pyramid. The most fundamental requirements are found at the bottom of the pyramid, while the more complicated demands are found at the top. Basic bodily necessities, such as the need for sleep, drink, food, drink, and warmth, lie at the bottom of the pyramid. People can go on to the next level of requirements, which are for safety and security, if these lower-level demands have been addressed.

According to Maslow's hierarchy of requirements, each person's wants must be met at the lower levels before progressing to the higher, more complicated levels. Once small needs are met, people are no longer driven by them. People advance to greater motivators when each level of demands is satisfied. All the requirements are always present. Every individual has the ability and drive to ascend the ladder toward self-actualisation. However, failure to meet lower-level demands frequently stymies growth. Job loss and separation are two examples of life events that might lead a person to change position on the ladder. Maslow observed that only one out of every hundred persons achieve full self-actualization since our culture rewards motivation based mostly on social demands, esteem, and love.

Author Frederick Herzberg (1968) claimed that enhancing employees' work was indeed the greatest way to motivate them. He argued that if people were mentally challenged, they would work efficiently and accomplish more, while also obtain more psychological fulfilment from their work. However, many managers have observed that not all employees want their employment to be enhanced; many would rather do generic and repetitious duties, and intellectual challenges cause them distress. The writer encourages creativity and innovation because it can lead to new ideas that can help your company flourish. He has developed an idea generating programme where workers are rewarded for ideas that are later adopted and executed by the restaurant.

The writer created a goal-based performance review system at his restaurant, in which workers are rewarded based on their accomplishment of tasks. He also involves the employees in goal setting to boost their sense of ownership and responsibility for the outcomes. By involving them in the decision making it will also increase employee engagement. Work engagement is described as a pleasant, work-related sense of fulfilment marked by energy, devotion, and absorption behaviours. (Schaufeli and Bakker, 2004, 2010).

He has also implemented a job rotation programme in which employees rotate across various sections of your business for a certain amount of time. Workers are challenged and stimulated by job rotation because it allows them to learn new job responsibilities and expand their talents, making them more valuable.
4.2 Frederick Herzberg’s Motivation and Hygiene Factors
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Herzberg was the first to point out that discontent and job satisfaction almost invariably stemmed from separate causes, instead being opposite responses to the same causes, as had formerly been assumed. He demonstrated that the presence of some variables (motivators) motivates people, whilst the lack of others causes unhappiness (hygiene factors). For motivators to be successful, these hygiene issues must be addressed and resolved. 

People would seek to meet their hygienic demands because they are dissatisfied without them, according to Herzberg's studies, but once fulfilled, the effect fades quickly

According to (Llopis, 2012), one of the top elements that eventually encourage people to accomplish is reliable leadership. Leaders that support and are seeking out for your best interests will earn the trust and respect of their staff, who would be more driven to succeed. Leaders that are more honest with their people may see unexpected benefits and new sorts of possibilities to develop potential. The writer, as a manager, is always honest, regardless of the scenario, and he constantly encourages his staff to perform better by holding coaching and mentoring sessions, making personal development plans, 1-2-1 meetings, and offering access to and support for growth possibilities. He is friendly, takes time for his staff, and treats them with respect by listening to their concerns and thoughts. He promotes a culture of honesty and integrity.

Llopis also mentions that in the end, happiness is one of the most powerful motivators. Happiness boosts one's self-esteem and provides hope for a brighter future. Ascertain that your workers' pleasure shows through and let the preceding eight motivational components naturally impact the procedure. As a leader, the writer is aware of his staff and takes his time to discuss any concerns with his employees through personal development sessions, coaching and team meetings

Employees did not experience job dissatisfaction because of the lack of hygiene aspects; rather, they experienced no job satisfaction. Policy and management, technical supervision, interpersonal relationships, income, job security, working environment, and status (job position/Designation) are all hygiene considerations. (Sankar, 2015). The writer wants to make the workplace an inspiring place to work by offering a clean and safe atmosphere for employees. At the writer's place of business, he sets weekly goals at the beginning of the week and evaluates the results at the conclusion of the week. He sets SMART and clear goals, such as improving restaurant sanitation by performing a basic clean of the entire restaurant every morning and night; the business has a three-monthly inspection; this is feasible because we have extra staff almost every day and can-do shift changes, such as mopping, disinfecting surfaces, sweeping, and taking out trash, among other things. This is essential since it is a health and safety problem, and we must be extra cautious during the covid-19 outbreak. 

“We all need quick and direct feedback on our progress toward goals; we can’t reach them by flying blind.” Lazenby, S. (2008). Therefore, the writer is always interested in hearing from his workers and gladly accepts it. He has a questionnaire that all workers must fill out following coaching or mentoring meetings, and he occasionally has another co-worker present to evaluate his effectiveness. He can also improve this method. He gives comments on timeliness and attendance, work productivity and quality, accountability, accomplishments, any new or novel ideas, and adaptability. However, (Dweck and Leggett 1988) argue that telling goal-oriented people they didn't accomplish a goal is a demotivator, and it decreases future performance. This implies that instead of expressing critique, a better method is to assist the employee in developing ideas to achieve the aim and objectives or to modify the goal so that it becomes achievable.

In a broad sense, the term "empowerment" appears to relate to a set of philosophies and practises aimed at allowing workers more freedom and judgement in their job, as well as more participation in choices that influence their working life (Byham & Cox, 1988; Eccles,1993; Jaffe, Scotte & Tobe, 1994; Lawler, 1986, 1992). Therefore, the manager empowers his employees by listening intently, believing in his employees, forgiving mistakes, providing growth paths and praising efforts. The writer gives authority to people who have shown they can manage the duty. For example, there was a period when he needed to take some time off and needed someone to cover for him. He outsourced his responsibilities to a reliable and industrious employee who would look after the personnel and the firm. He offered her a sense of authority and respect among her co-workers, as well as a sense of accomplishment when she completed duties. Giving employees a decent level of autonomy, which may make them feel responsible for their tasks and driven to reach their goals, is an example of an empowered boss. (Vecchio et al., 2010).

Allowing workers time off - for example, if employees want to grow professionally, learn something new, or handle their personal affairs, the manager is empathetic and allows them time off while keeping business demands in mind. This will assist employees in balancing their personal and professional lives, as well as making them feel powerful since they are properly cared for and valued. The manager considers the safety, psychological, esteem, and love/belonging requirements, like Maslow's model.

Rewards and recognition - Individuals execute jobs to fulfil some need, therefore they search for a reward such as a bonus, promotion, attractive work assignments, approval from peers, or recognition, according to Decenzo (1999). Bonuses, presents such as a bottle of wine or chocolates, experiences such as a ticket to the theatre, dinner with the management, a parking place allocated for the week, wage raises, promotions, free training chances, and many other things are among the benefits the writer delivers to his staff. “By raising effort, you will encourage people to learn and grow, rather than to simply stay focused on the one or two things that come easy to them.” Kasanoff, B. (2016). 

“Delegation refers to the transfer of responsibility for specific tasks from one person to another.” Landry, L. (2020).  Because the writer adopts the demographic leadership style, while delegating, he conducts a briefing in which he describes the assignment, specifies the responsibilities, establishes deadlines and monitoring, explains what is to be done, establishes authority parameters, and asks any questions. He then permits an execution in which they complete the task while he provides feedback and discusses performance; finally, the delegation occurs because the employee will be held accountable, and the leader will have the authority to monitor and delegate full responsibility for the task to the employee. Usually at the start of the week the manager conducts a team meeting with all his employees where he is clear when outlining each employees’ duties and expectation, what results are required to success and how their work contributes towards the vision. He is clear about performance, communication and provides feedback at the end of the week.
5.0 Conclusion

A leader is someone who inspires a group of people to take action to achieve a common goal. The art of encouraging a group of individuals to act to attain a common objective is known as leadership. 
Management and leadership are more of a practice based on experience than a science or profession based on analysis. An organisation may employ people with such expertise and proven leadership characteristics, and then use that, together with their natural propensity, to drive needed change.
To determine own personal leadership styles, the writer utilized mindtools.com's self-assessment survey. The author's most common leadership style, according to the findings, was authoritarian. At the authors' workplace, the leadership style is Authoritarian, as it is a straightforward deceptive recognized duty, with each assigned assignment needed to be completed as directed by leadership, and failure to do so may result in job loss. 
Different leadership styles will have different outcomes for the business. Because leadership style is so important to a team's success, the leader must choose the most effective leadership style strategy based on the situation. Knowing these leadership styles and their effects may help anybody become a more adaptive and effective leader.
There are various models on leadership that will and help improve one’s leadership style, skills, and relationship as an example one such Model like Maslow's Hierarchy of Needs may assist the author as a leader understand the needs of others while guiding my staff to develop goals, inspire them, how to assign tasks, and empower them throughout a workplace change.
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tend to set the parameters for the
work and have the final say on
decisions, but you actively involve
your team members in the process.

This style can build trust between you
and your people, as they'll likely feel
engaged and valued. But it's not great
in a high-pressure situation that
requires a fast turnaround, as it will
slow you down. And, if you dislike
disagreement or conflict, you might
struggle with how people respond to
consultation. Read more below.

Your default leadership style is
probably delegating or "laissez faire."
You give your team members free
rein in how they work toward their
goals.

This is an ideal approach when your
people are highly skilled and
motivated, and when you're working
with contractors and freelancers who
you trust. But if a team member is
inexperienced or untrustworthy, or if
you lose sight of what's going on, this
approach can backfire
catastrophically. Read more below.



