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	Leadership provides vision and direction to a group of people to achieve a pre-determined goal. A big part of leadership is based on social influence as it seeks to convince people in a social setting that a certain idea is best for the future (Platow et al. 2015). On the other hand, management is concerned with an organization's administration with the aim of steering it toward its goal (Hammer, 2014). While the two concepts complement each other, they are different in how they achieve their goals. For example, a manager cuts the details required to achieve a vision in management, while leadership creates the vision. Secondly, the concept of management is concerned with the organization (Algahtani, 2014). 
This report discusses concepts in leadership and how they can be applied in the situation of the NHS organization. The first concept that the report discusses is that of leadership styles. In this section, the report examines four different leadership styles and their characteristics, namely, authoritarian, democratic, Laissez-Faire, and transformational leadership styles. Subsequently, the report discusses three leadership skills, namely conceptual skills, administrative skills, and interpersonal skills. The following two sections of the report discuss the challenges to leadership in uncertain times and ethical leadership concerning the NHS organization. Throughout all the sections, the report focuses on the idea of leadership and how it affects the NHS’s current conditions and the chances of future improvement.    
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There are three main leadership styles that have been continuously practiced by different leaders in separate times and places. The first style is autocratic leadership, also known as autocratic leadership. Under authoritarian leadership, the leader takes personal charge of the processes and dictates the tasks and processes that the group carries out. Moreover, authoritarian leaders exercise complete control over the people they lead. Another characteristic of the autocratic leadership style is the control of communication. Authoritarian leaders need to allow communication among the people they lead. Instead, they dictate that communication should be vertical only where their followers communicate with them directly, and they communicate with their followers directly (Zhang and Xie, 2017). Finally, the authoritarian leadership style is characterized by praise and criticism that is based on the leader’s personal standards. Therefore, an authoritarian leader would criticize a member of the group for personal reasons rather than objective reasons. Dictatorial leadership can have both advantages and disadvantages when applied to a team or group. For example, because authoritarian leaders do not consult with other team members when executing decisions, they are likely to take less time to carry out processes on behalf of the group. However, the leadership style is largely detrimental to a team because it denies members the opportunity to participate in the leadership process, which makes them voiceless and resentful towards the leadership.
The second style of leadership that has been widely practiced over time is the democratic leadership style. An emphasis on the contribution and participation of the followers mainly characterizes the style. A democratic leader assumes the role of a guide more than a director, as their primary duty is guiding the group toward its chosen direction. Moreover, communication is promoted under democratic leadership, and the group members are free to communicate with each other as well as with the leader on equal terms (Gastil, 1994). The leadership style is also characterized by feedback that is either criticism or praise, being based on set standards that are independent of the leader’s personal preferences. When applied to a group, democratic leadership facilitates long-term improvement because it promotes the correction of mistakes made by the leadership. However, the problem with democratic leadership is that processes take time due to the expected consolation and participation of other group members.  
Another essential leadership style is Laissez-Faire leadership, where a leader has minimal influence on the tasks and processes and leaves most of the work to the group members. A Laissez-Faire leadership style is characterized mainly by a hands-off approach to leadership where a leader gives the group members the freedom to carry out tasks as they wish, provided they meet the set objectives. Therefore, the levels of control a leader exerts on the group member in this leadership style are minimal (Skogstad et al., 2007). In addition to the above three main leadership styles, more modern styles, such as transformational leadership styles, have emerged. In transformational leadership, the leader assumes the role of a figurehead that will lead a group through a needed change (Trofino, 1995). The leader in transformational leadership engages in the implementation of ideas and concepts designed to change the systems that an organization uses. At its heart, transformational leadership is concerned with improving teams, groups, and organizations by implementing more effective systems. The transformational leadership style has been used in different organizations and countries to bring the change that the leaders and their followers need (Sashkin, 2004).     
From the article provided, there is evidence that the transformational leadership style should be adopted. For example, the author notes that the NHS needs to transform its services from the current separation of prevention and treatment to a model that views prevention and treatment as linked determiners of quality health outcomes. The author further notes that the new Chief Executive should have the courage to make the changes. Such a recommendation from the author indicates that the NHS should adopt the transformational leadership style in order to succeed at implementing the changes needed. Transformational is the most appropriate style of leadership required at the NHS, given its current circumstances. 
The article notes that the organization needs change for two reasons: current underperformance and adapting to the changing environmental requirements. Therefore, the changes that will reduce the NHS’s underperformance and make it a leader in climate matters can only be achieved through long-term transformations. Transformational leadership is appropriate for long-term changes as it is characterized by visionary leadership (Bass, 1990). Therefore, as the author points out, the NHS does not need a drastic overhaul, which makes the idea of transformational leadership the most suitable for the NHS. Any other style that will not inspire NHS workers to participate in the changes that the current situation calls for will not solve the problems at the organization.   
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	Leadership skills are the learned competencies that a leader can demonstrate to achieve the team’s objectives. These skills give leaders the ability to influence the groups they lead, which makes them critical to successful leadership (Mumford et al., 2007). There are three main types of leadership skills that a leader can use to achieve success, namely, administrative, interpersonal, and conceptual leadership skills. Organizational skills include the skill to manage people, the skill to carry out the technical aspect of one’s role, and the skill to manage resources. Administrative skills are fundamental in leadership as they touch on three factors that can determine the success of a leader, namely, people, resources, and duties (Crawford, 2000). 
	Interpersonal leadership skills include the skill to manage interpersonal conflicts, perceive social issues, and manage one’s own emotions. The ability to demonstrate interpersonal skills is important in leadership as it enables a leader to manage all negative social situations that may arise among group members in the process of leadership (Said et al. 2020). The third type of leadership skill is a conceptual leadership skill, which includes the ability to create visions, make strategic plans, and solve problems on behalf of the group (Redmond and Dolan, 2016). Conceptual leadership skills are essential in leadership as they enable a leader to deal with concepts and ideas that will lead the group into the future. 
	The primary leadership skills that the article provided advocating for are conceptual and interpersonal skills. This can be seen in how the article is, overall, advocating for change. For example, the author points to the current problems at the NHS, including the long waiting list. In doing so, the author shows that the current NHS care system is not working as efficiently as it should, hence the need for change. The author then further calls for courage in the new leadership to implement the required change. In any organization, change is the result of ideas and concepts that a leader formulates that are designed to move the organization toward increased efficiency (Graetz and Smith, 2010). Therefore, the article advocates for the conceptual leadership skills necessary to formulate ideas and concepts that will move the NHS toward increased efficiency. The article also advises that the new leader will need to persuade politicians to support her views, which would require interpersonal leadership skills. 
Looking at the current NHS situation described in the article, the leader will need to employ all three leadership skills as they will all be equally valuable for the organization's process. For example, the changes that the article advocates for will require resources, which means that the leader must demonstrate administrative skills that will help in the effective management of resources. Secondly, the changes that the article proposes require long-term planning, which requires the leader to demonstrate conceptual leadership skills. Implementing organizational changes requires persuading the stakeholders that the changes are essential and needed (Graetz and Smith, 2010). Therefore, the NHS leader must also demonstrate the interpersonal leadership skills required to persuade the stakeholders and solve the conflicts that will arise in the change process.






















[bookmark: _Toc130987220]Challenges to Leadership in Uncertain Times

Leaders have to deal with uncertain times or crises when the organization they lead finds itself in circumstances that can be described as such. Uncertain times for an organization are characterized by changes that the organization needs help to predict. On the other hand, a crisis in an organization is a sudden and unplanned occurrence that affects the stability of the organization (Bathurst et al., 2010). At the NHS, the best example of a crisis the organisation recently experienced is the Covid-19 pandemic. It was confronted with a sudden and unforeseen increase in the number of patients the caregivers were supposed to handle. The crisis brought uncertainties to the organization by creating a situation where the management could not predict how the future of the organization will be. 
In the article provided, the author makes recommendations to the new NHS chief executive that he believes will enable Amanda Pritchard to improve the organization, such as leading the organization to toward focusing on social determinants of health and the ageing population. For example, the author writes that the solution must be designed for the long term. The recommendation that the new leadership must respond to the current NHS issues with a long-term vision is justifiable based on the nature of some current problems. For example, the problem of the NHS focusing on treatment and ignoring prevention cannot be addressed through a short-term overhaul as it requires long-term systemic changes. The principles of change support the author’s recommendation of solutions that are long-term. According to the principles, effective change takes time to fully implement as it must be embedded in the organizational culture (Gill, 2002).
In the recommendations, however, the author must address the need for short-term solutions to improve the NHS’s conditions. In the article, it is noted that the waiting list is one of the critical issues facing the NHS. When writing the essay, the waiting list comprised 13 million people and was projected to increase the following year. The recommendation of a long-term vision for the NHS needs to prioritize the problem of a long waiting list in the short term. The people on the waiting list must act quickly when the long-term vision improves the circumstances, as they need to be helped in a short time. The article also recommends that the NHS should focus on workforce welfare. The recommendation will be critical in improving the quality of services the NHS provides, making it worth implementing. The NHS workforce is currently overworked and underpaid, as evidenced by the recent strikes that the different unions have done. Additionally, taking care of the workforce in any organization has been proven to be one of the best ways of improving productivity. The increased productivity that follows from taking care of a workforce’s welfare is realized as a result of increased motivation and levels of job satisfaction among employees. Therefore, the recommendation of prioritizing workforce welfare is sound and should be taken into consideration by the NHS management.
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	Ethical leadership is the influence that a moral leader has on the group they lead such that they act in righteous ways with the aim of achieving ends that are morally right. The concept of ethical leadership is marked by influencing a group to practice desirable and acceptable values and morals Den (Hartog, 2015). Moreover, ethical leadership involves leaders leading by example and demonstrating the values and morals they want the group to practice. Therefore, the leader’s character and actions are more important to ethical leadership than the words they say to the group they lead, as people will observe them while in leadership. The article has moral priorities that one gathers when reading it in detail. For example, the author writes that the NHS should be “proactive in dealing with the climate emergency….” 
Ethically, a leader of a healthcare organization should prioritize the solutions that maximise the health outcomes of the largest number of people possible (Ho and Pinney, 2016). The idea is based on the theory that all lives are equal and that no individuals or group of people deserve to be prioritised above others. Based on the above ethical framework, the moral priorities in the article are appropriate. For example, the author suggests that the NHS leadership should prioritise implementing systemic changes that focus on eliminating the current gap between prevention and treatment. The recommendation is ethically sound as it prioritises a solution that will help improve the health outcomes of the most significant number of people in the United Kingdom.
The article also argues that the NHS should be structured to take care of older people's physical and mental health needs. In this argument, the author makes an ethical proposition that a section of the population deserves to be catered to by the NHS. The proposal is based on ethics as it is based on the idea that the elderly are weak members of society that should not be neglected. Prioritising the physical and mental wellness of the elderly is a commendable ethical priority and should be adopted by the NHS. Another ethical priority that the article talks about is that of structuring the NHS to address the issue of climate change. The article notes that the NHS is one of the biggest contributors to carbon emissions in the country. As an organization, the NHS has the ethical obligation to ensure that it participates in dealing with the climate emergency to compensate for its contribution to the destruction of the environment (Tennison et al., 2021). The population of the UK and the world at large will suffer if the carbon emissions that the NHS and other organizations put into the atmosphere ruin the environment. Therefore, the article is right in prioritizing the ethical obligation of proactively dealing with the climate emergency in the world. 

[bookmark: _Toc130987222]Conclusion

	The report has demonstrated that leadership is a subject that can be studied from many different perspectives. For example, one can look at the subject from the perspective of leadership styles that a leader can choose as their approach to leadership. The report has discussed the leadership styles of authoritarian, democratic, Laissez-Faire, and transformational. In addition, the report recommends that the NHS adopts the transformational leadership style given the fact that it needs systemic changes. The report has also discussed three leadership skills that enable leaders to achieve their goals: administrative, conceptual, and interpersonal. According to the definitions provided, the report recommends that the leadership at the NHS practices all three types of skills because the problems at the organization call for all three skills. According to the report, the major crisis that the NHS has gone through is the Covid-19 pandemic, which increased the number of people in need of healthcare services. The report has commended all the leadership and ethical priorities the articles discussed as sound and worth implementing. However, it has been noted that the article needs to prioritise the problem of a long waiting list at the organization, as this issue needs immediate attention from the leadership.
In summary, the NHS needs a transformational leader that can employ conceptual, interpersonal, and administrative skills to lead the organization out of its current problems. However, to achieve the above, the NHS leadership will also need the participation of the members of the organisation. Therefore, the leadership should also practice democracy to allow the input of the relevant stakeholders.
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[bookmark: _Toc130987224]Introduction 
A reflection exercise after learning is essential as it allows a learner to get a better understanding of the lessons they acquired during the learning process (Daudelin, 1996). I learned lessons that improved my leadership knowledge during this module and completing the assignments. In this reflective essay, I set out to reflect on the lessons that this module taught me in relation to leadership and how the concept can be used to help organizations improve and achieve their goals. The reflection process will be based on the Driscoll model of reflection that guides a learner through a reflective exercise by having them answer the questions of “What?” “So what?” and “Now what?” (Brown et al., 2015)

[bookmark: _Toc130987225]What?
In the first section, the model advises that a learner should describe what happened in the learning process. During the module, the learning process involved reading about leadership and management concepts that would be applied in organizational management. For example, I learned about leadership styles, where I was introduced to democratic, Laissez-Faire, authoritarian, transformational, and transactional leadership styles. I also read material on the concept of leadership skills, leadership challenges, leadership traits, and ethical leadership. In all these concepts, I learned how they could be used in an organization to make it better and solve its problems.  

[bookmark: _Toc130987226]So What?
As I was reading about the leadership concepts, some were aligned with my personal beliefs while others were not. For example, I felt that the concept of democratic leadership was in line with my thoughts on leadership, while I wouldn’t say I liked the idea of authoritarian leadership. I think my reaction to liking democratic leadership and disliking the autocratic leadership style is that I am naturally attracted to the concept of sharing information and valuing the input of all people. Additionally, I found some pieces of literature to be highly informative as they included information on how leadership concepts can be practically applied to organizations. I also felt attracted to the idea of ethical leadership and how ethical leaders strive to achieve a common good that is also moral. 

[bookmark: _Toc130987227]Now what?
Having learned the different leadership concepts, I now know how to decide what I want to learn. The main concept I would like to learn more about in the future is transformational leadership. I need to know more about this concept because of the high rate of change that modern organizations must deal with. Learning more about the concept of transformational leadership will put me in an excellent position to act as a transformational leader in the future. I would also like to learn more about leadership skills. I would want to know more about leadership skills than the ones I learned in the module. There are other skills that I am yet to learn which could be of help to me in my leadership practice. 
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