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Leadership Theory and Practice.
PART 1
An LPC instrument (least-preferred coworker) it is used to identify whether individual leadership style is either relationship-oriented or task-oriented. A high score of LPC indicates that individual leadership is relationship-oriented and a low LPC score indicates that the individual leadership is task-oriented. In this context after conducting LPC, it is found that the score for this is a high score since it is individual leadership relationship-oriented. The leader has to assess the followers, their tasks and do everything as much as possible to make them comfortable to perform their tasks efficiently.
 
Path-Goal theory is based on the leadership trait that best suits employee and the environment is in. Where the leader can do anything to suit the employee and change even the environment for the comfortability of the employee to perform then there is a high score of path-goal theory and with low score the opposite of it. From this context here is high score path-goal theory. This is whereby by giving care and support, the chair helps the junior faculty member gain a sense of confidence about his or her ability to perform the work (Bess & Goldman, 2001). It is also proof of high score where the leader offer guidance, coaching to followers helping them in carrying out their goals. This shows the leader is willing to be flexible for the best outcome of the employee.
 
Leader-Member Exchange theory. This is an instrument of leadership where it focuses majorly on the relationships between managers and their subordinates for the benefit of the organization and its success. For a high score and betterment of the organization, they should focus on communication as a medium through which leaders and subordinates help in growing the organization and with lack of communication and good relationship between the leads and the subordinates it leads to low scores.  
From this context we learn that the Leader-Member Exchange has very many limitations thus it can contribute as a good leadership way of leading people this because of the idea first has not been developed well like it does not fully explain how high-quality leader-member exchanges are created (Anand et al., 2011). It also has a limitation for which it does not address other fairness issues, such as followers’ perceptions of the fairness of pay increases and promotion opportunities (distributive justice), decision-making rules (procedural justice), or communication of issues within the organization (interactional justice) (Scandura,1999). 
 
From the studied instruments, we get to see that relationship-oriented method between the leader and employee is the best way to carry out tasks and achieve the goals in an organization. This relationship should be based on good communication and feedback. From the three instruments, it had one thing in common and was well done, that is there was relationship orientation between the leader and the employees. I would regard myself also as a relationship-oriented person. I would like to be a relationship-oriented type of leader. For this to be achieved, a relationship-oriented leader I have to be good in building relationships with all sorts of people a good listener and offer plenty of feedbacks to carrying out tasks. Also, been involved with the people or employees at that time so as to understand the type of environment they will need to achieve their tasks and organization goals.

PART TWO
I had a chance to interview Bob Chapek who is the Chief Executive Officer at The Walt Disney Company. I relished the opportunity to interview him and came up with some questions that were relevant to my discipline. The questions I divided them into four categories one was the leadership philosophy, leadership style, leadership background and the leadership techniques that he employs in Walt Disney Company. This interview was important for self-development in my discipline of study.
As we began with the interview, I started by asking Bob questions about his leadership background. He is now the 7th CEO of Walt Disney company. He used to be the Chairman of Disney Parks, Experiences and products before becoming the CEO in 2018, and before that he was the Chairman of Walt Disney Parks and Resorts since 2015 wherein all his leaderships, he made an impact to the organization by enhancing the employee experience a top priority. He also serves as the board manager to Make A Wish Foundation. He also served as the head of the Disney Consumer Products where he led a period of transformation.
Also, during his time, he served as the president of Distribution for the Walt Disney Studios where he managed the Company’s Film content distribution and later as the president of Walt Disney Studios Home Entertainment where he led the organization to record-setting performances. Before he joined the Walt Disney, he worked as a Brand Manager at H.J Heinz company and him in advertising at J Walter Thompson.
We went on in discussing the techniques that he used to achieve so much success. He used employee experience as a top priority. He ensured that all experiences were uniquely related to Disney so as to exceeds consumer expectations. He also integrated innovative strategies, and new franchises at different locations so as to improve customers experiences. He also loves innovations and encourages technology which has aid a lot in the growth of the industry. To this, he elaborated some of his leadership styles where he majorly revolved around being a visionary leader. This is so where he has championed using creativity and technology so has to encourage expansion thus improving consumers experience, he has also developed and implanted successful groundbreaking ideas and access new ways of acquiring revenues so as to achieve sustenance and objectives long term.
Lastly, he elaborated to me his leadership philosophy which is apart from being super innovative, maintaining a healthy relationship with his subordinates, being a creative visionary leader, his philosophy is Good Ideas come from everyone. 
From this interview I get to learn various things that the first experience is better than anything so as to achieve success. Bob Chapek has a hard flow of success since he can remember all this is brought by his experience and inflowing success. He also incorporates lots of innovation in his strategies which have led to his diversity and great creativity. He uses the Strength-based Leadership theory, this is the type of leadership where you identify the strengths and use it to achieve and obtain results. This is seen where first he is very innovative and he sets goals and empowers others to accomplish them.
Some of the techniques, characteristics and methods I would love to implement in my leadership philosophy is I would employ innovation completely, this encourages creativity from your employees thus in turn development of new ideas. With these new ideas, it is easier to come up with things to improve the organization's revenue thus achieving organizational goals and objectives. I would also encourage employee relations and communication. This will encourage a motivated workforce. With this motivated workforce from employees, your leadership will be easy where it will be easy to attain the organizations long term objectives and goals. Accepting new technologies that come, with technology most tasks are carried quickly and in an even short amount of time, this will lead to a diversity of the organization.
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