







Programme:BA Leadership and Management Module: Emergent Leadership Skills in the Workplace
Module code: BMSW 6101
Part 1 Academic Report



Student Name: Nicusor Ionut Aliu

Student ID: 2131114


Table of Contents
Part 1 – Academic Report	3
Introduction	3
Understanding Leadership Theories: X, Y, and Z	3
Theory X	3
Theory Y	5
Theory Z	6
Similarities and Differences	8
Practical Application	9
Adaptive Leadership: The Interplay between Style and Situation	10
Theoretical Foundations of Situational Leadership	10
Real-Life Organizational Example: General Electric (GE)	11
Benefits of Adaptive Leadership	12
Challenges of Adaptive Leadership	13
Conclusion	13
References	15



[bookmark: _heading=h.gjdgxs]Introduction 
Leadership theories offer vital knowledge and guidance to the topic on how leaders can influence employees and/or direct their subordinates. There are eight theories out of which Theory X, Theory Y, and Theory Z are more relevant and significant managerial concepts for understanding employee motivation. Also, the notion of adaptive leadership puts emphasis on the situational change of leadership behaviour. The purpose of this report is to discuss these leadership approaches further, as well as to identify and explain their strong points and weaknesses. It will also raise the issue of whether or not these theories are applicable across cultures and with different types of people. 
Moreover, the report will also move to analyze the demands for leadership flexibility with the rollout of modern organizations and highlight how contextual factors determine the best leadership style. Lastly, the report will detail the actual use of these theories and a plan to support adaptive leadership at GE. Therefore, the objective of this report is to disseminate knowledge about these leadership models and how one can adopt or apply them in the management of human capital within different organisations and settings with the hope that young and aspiring managers can learn how best to lead and motivate their subordinates. 
[bookmark: _heading=h.1fob9te]Understanding Leadership Theories: X, Y, and Z
Leadership theories offer theoretical models that tend to explain how individuals in positions of authority can exercise influence and guide subordinates. Of these Four theories, theory X, Theory Y and Theory Z are the three prevailing theories on employee motivation and management. These theories are as follows and this report will explain them duly giving knowledge regarding their comparisons and contrasts as well as domestically and globally approved aspects and limitations along with perception of culture and personality differences.
[bookmark: _heading=h.3znysh7]Theory X
Explanation
There are two types of X-Theories: McGregor postulated two theories about human behaviour at work back in the 1960s, known as Theory X (Sehgal, 2023). Contemporary employment law thus postulates that human beings inherently hate work and will do everything to escape doing it. From this theory it is commonly deduced that the workers are inherently motivated, have no drive and want to avoid responsibility (Simon, 2022). Research has found that they are more self-motivated by extrinsic aspects of the job like salary, employment benefits, and stability as opposed to inherent satisfaction or self-actualization.
The idea about organizational goals being maintained is derived from Theory X, where the management must tightly control employees. This means monitoring, direction, control, compliance with the regulations and adherence to the policies mapped out (Tannenbaum and Schmidt, 1973). The implication of Theory X is that there is a need to force people to work, which is why the management practices under this theory involve threats, punishment, and other similar measures. 
According to Theory X, failure to have such control mechanisms is synonymous with failure to have employees who will work expeditiously to ensure that the organizational goals are attained. This theory is based on a centralized, autocratic system of managing subordinates while offering little faith in their ability to work for free incentives or for inherent interest in performance (Chima and Gutman, 2020). It flows from a worldview that wants to anchor the organization in a mechanistic worldview where people are motivated to perform based on the cue of strict control and extrinsic rewards.
Advantages
1. Clear Structure: While Theory X does take a pattern and has control theory built into it, the environmental tug of war might make compliance with rules necessary.
2. Consistency: It is a good method of managing employees since it allows firms to have a standard output by closely monitoring employees and their activities, thus minimizing mistakes and increasing efficiency in repetitive operations (Madsen et al., 2022). 
3. Predictability: It makes a firm predictable in a way that allows the managers to be able to have a certain expectation when it comes to the performance of the employees.
Disadvantages
1. Low Morale: When an employer overemphasizes power and has little faith in his subordinates, he demoralizes the former and creates dissatisfaction in the latter.
2. Limited Creativity: This system reduces creativity and organisational performance because workers are not allowed to be creative nor make their own decisions.
3. High Turnover: Lack of autonomy and decision making can lead to high turnover and absentee rates within employees leading to costs for recruitment and training processes.
Influence of Culture and Personal Differences
It is expected that some theoretical propositions of Theory X may be more applicable in organizational cultures which are characterized by high power distance and authoritarianism. In such cultures, formalities and formal power, as well as personnel often employ focused decision-making approaches and might be used to being told what to do. Yet, in cultures that lack individualism and high power distance, Theory X may result in huge resistance and overall job contentment (Yang and Wei, 2018). There are also personal factors that can contribute to this; those employees who need a very high level of autonomy and freedom to exercise their ideas are likely to suffer a lot under theory X conditions. 
[bookmark: _heading=h.2et92p0]Theory Y
Explanation
As for Theory Y, this concept assumes that people are basically good and have a tendency towards work responsibility. Douglas McGregor proposed Theory Y where it is believed that staffers are willing workers who accept the responsibilities given them (Touma, 2021). Key assumptions of Theory Y include:
· People find work as a natural course of life like play and rest.
· It demonstrated that they have the ability and were self-motivated and self-managed when they were committed to goals (Ahuja, 2024).
· Employees get involved in the organization and look for challenges and accept the responsibilities inherent in those challenges.
· They may be energized by different wants such as the individual need and the need to support the achievement of the set objectives of the organization.
Advantages
1. High Motivation: Through believing in the employees and engaging them in decision-making processes, Theory Y holds immense potential for increasing motivation and satisfaction levels of the workers (Dulewicz and Higgs, 2005).  
2. Innovation and Creativity: This need for encouraging autonomy and responsibility leads to creativity and an innovative environment in organizations. 
3. Employee Development: They get to work as Theory Y develops the individual and professional aspects of those involved in their work, thus getting a better team of workers with increased capacity (Banmairuroy, Kritjaroen and Homsombat, 2022).
Disadvantages
1. Inconsistent Results: Subjecting workers’ performance to outside control is essential in ensuring that there is a standard as well as preventing lapses that could possibly result from employees’ complacency or lethargy in case they are overestimated. 
2. Management Challenges: There is always a dilemma in management where managers are in a position of trust but also have to control their employees which might be difficult especially when the organisation is composed of different people having different levels of motivation and competency (Xu and Farris, 2024). 
3. Potential for Exploitation: Another possible effect is that some of the workers anticipated to be more effective by becoming more independent and not as closely monitored might indeed perform worse. 
Influence of Culture and Personal Differences
Theory Y is more effective when put in cultures with highly individualistic, low power distance, and in organizations that embrace participative management culture. Thus, the employees in such cultures will easily fall under the Theory Y because they will enjoy the favour of being trusted and given the freedom to determine how best they can get the job done (Sethuraman and Suresh, 2014). However, in the cultures of high PDI and Hall’s fourth dimension, the employees are likely to look for more direction and guidance from their respective leaders (Bratasena et al., 2022). Individual characteristics, inclining to self-generated, interest reflected and directed toward individual growth, will also determine how effective Theory Y management will be received. 
[bookmark: _heading=h.tyjcwt]Theory Z
Explanation
The American writer William Ouchi developed Theory Z in the 1980s, which can be regarded as a combination of American and Japanese management models (Sen and Sengupta, 2020). This is unlike the more conventional systems of human resource management that focus on individual decisions such as hiring, promotions, and lay-offs, among others. The main facets of the Theory Z as follows:
· Long-term employment and job security are two of the important human resource policies.
· Collective decision-making and responsibility.
· Most of the success factors focus on cohesiveness and cooperation between employees and between the workers and their superiors (Petrache, 2020).
· This concept emphasizes not only individual physical and mental status, but also the employees’ social and family circumstances.
Advantages
1. High Employee Loyalty: Due to focus on job security and well-being, the employee commitment and loyalty are highly developed. 
2. Enhanced Teamwork: The nursing process enables a collective decision-making process, thereby promoting a good teamwork approach to the problems (Magano et al., 2020).
3. Stable Workforce: This leads to long term employment, which has a low turnover level thus the company is assured of a more experienced human resource.
Disadvantages
1. Slow Decision-Making: Group decision making can also be a problem, making it take time before the group responds to some emergent matters. 
2. High Costs: Taking care of the workers and their tenure with the company may be expensive to the company or organization (Mahapatro, 2021). 
3. Resistance to Change: They note that having a firm, firmly dedicated and enduring group of employee’s means that change and innovation may well be resisted.
Influence of Culture and Personal Differences
What makes Theory Z especially beneficial when implemented in countries with collectivistic culture, with a focus on long-term orientation as well as developing positive working relationships such as Japan; thus, in cultures that celebrate individualism and short-term, quantitative outputs, Theory Z might not work well (Hampden-Turner, Trompenaars, and Hampden-Turner, 2020). They also play a significant role; individuals, who care about their job security and identify with their company, team, or organization will benefit from Theory Z, yet those who seek quick advancement and personal rewards will not benefit much.
[bookmark: _heading=h.3dy6vkm]Similarities and Differences
Similarities
· Focus on Employee Needs: While Theory Y focuses only on self-actualization of the employees, Theory Z concerns itself with most of the requirements beyond the paycheck say of the employees (Kadivar, Tormey and McGranaghan, 2021). 
· Humanistic Approach: Theory Y and Theory Z are more liberal and humane in contrast to Theory X, which adopts an autocratic view of people at work. 
· Promotion of Responsibility: It is worth noting that all three theories identify responsibility as a useful concept which must be incorporated in the management of organizations; however, there are differences between them in terms of their approach to the distribution and promotion of responsibility. 
Differences
· View of Human Nature: In Theory X, employees are thought of as unmotivated, lazy individuals who require direction and supervision while, on the other hand, Theory Y postulates that employees are proactive and accountable (Cheng et al., 2020). Taking into mind both the technical and socio-technical approaches, Theory Z builds on these perspectives to encompass the notion of long-term employment and more importantly, the health of the employed individuals.
· Management Style: Theory X deems autocratic or authoritarian management appropriate, Theory Y looks at directive control as inappropriate, and Theory Z emphasizes collectivism and constancy. 
· Motivational Strategies: Theory X involves expecting workers to work based on mere money reward and or punishment, Theory Y involves encouraging workers to work based on their satisfaction and self-realization, and Theory Z involves promoting job security, workers’ innovation, and productivity with consideration to their well-being.
[bookmark: _heading=h.1t3h5sf]Practical Application
Applying Theory X
In organizations where jobs are repetitive, laying down strict practices to follow is possible through Theory X. For instance, in manufacturing industries, we have specific demanding measures that need to be followed in a firm such as adherence to the set formulas, consistency among others, a theory x approach helps in ensuring compliance with set standards (Tandon et al., 2021). However, the long-term effects of Theory X may pose risks to the morale of the employees, and so the managers should seek to adopt some aspects of Theory Y in order to encourage the intrinsic motivation among the workers.
Applying Theory Y
As for Theory Y, it is ideal for organizations operating in the creative field, technological research, and any other areas that may necessitate inventive ideas and solutions. For instance, Theory Y in rights use in highly technological firms such as Google and Apple to enhance innovation productivity. Employers in those institutions should practice delegation of power, promotion of staff and encouragement of the employees to participate in decision making to unlock their potential.
Applying Theory Z
Theory Z can therefore be applied in buying organizations seeking to adopt a long term orientation for optimum realization of their potential, for instance, family controlled businesses or companies with keen interest in the welfare of their employees. For example, there are a lot of Japanese organizations such as Toyota Motor Corporation and Honda Incorporation that practice the Theory Z (Ezati Rad et al., 2021). Management should work towards establishing highly influential relations, continuous employment, and coordinating group decisions to enhance loyalty and coordinated cooperation.
Realising and practicing the proper theory X, Y and Z in leading people and organisational systems determines the functionality of the organisation and levels of motivated employees. These theories have their strengths in terms of explaining human motivation and management technique, and thus should be implemented depending on the cultural profile and personality characteristics of the responders in the team. Taken together and implemented in a balanced way, these theories offer a great prospect for creating a more effective, creative, and healthy climate in organisations.
[bookmark: _heading=h.4d34og8]Adaptive Leadership: The Interplay between Style and Situation
Leadership is not a fixed factor but it exceeds many factors which may be internal or external. The statement “a leader does not have to apply one style for all situations” provided a profound understanding of the idea that practicing leadership must be flexible (Blake and Mouton, 1985). This report analyses the idea of situational leadership identifying that in leadership one has to fit a particular style to a given context. The report has an aim to understand better how leaders can change their styles to navigate through difficult challenges and opportunities by looking into actual organizational examples.
[bookmark: _heading=h.2s8eyo1]Theoretical Foundations of Situational Leadership
Hersey and Blanchard’s Situational Leadership Model
According to Hersey and Blanchard, the idea behind their model is that a leader should be able to modify his or her behaviour towards followers depending on their competence levels as well as their maturity levels; in reference to this model, there are four basic styles used by leaders (Manyuchi and Sukdeo, 2021).
Directing: One such style involves using high directive and supportive behaviours, and is considered suitable for people who are committed but lack sufficient skills.
Coaching: A leadership style featuring moderately directive and supportive behaviour would be the best approach for individuals who are somewhat skilled but whose levels of dedication differ (Mirzal, and Ninglasari, 2021).
Supporting: For individuals who have high levels of skill but are deprived of self-assurance, motivation or both, a leadership style with low directive and high supportive behaviour would be the best technique to apply. 
Delegating: A leadership technique with low directive and little supportive behaviour is suitable for followers with broad experience and a great deal of commitment.
Fiedler’s Contingency Theory
According to Fred Feidler Contingency Theory, one's leadership style works well under given circumstances (Shala, Prebreza and Ramosaj, 2021). It includes three main situational factors as follows:
Leader-Member Relations: The degree of trust and respect between leaders and followers (Adeoye, 2021).
Task Structure: The clarity and structure of the task.
Position Power: The leader’s authority and power within the organization.
Path-Goal Theory
Leadership style is also suggested by The Path-Goal Theory developed by Robert House that: for effective leadership, it’s important for them to change how they behave in accordance with both followers’ needs and working conditions (Bans-Akutey, 2021). In connection with this theory, the main leadership styles are:
Directive: Providing clear instructions and expectations.
Supportive: Showing concern for followers’ well-being.
Participative: Involving followers in decision-making processes.
Achievement-Oriented: Setting challenging goals and expecting high performance (Steenkamp and Ziaei, 2021).
[bookmark: _heading=h.17dp8vu]Real-Life Organizational Example: General Electric (GE)
The multinational conglomerate, General Electric (GE), provides a compelling example of adaptive leadership as it has had various transformations under different CEOs all who have had their own unique ways of resolving certain issues.
Early Growth Phase: Directive Leadership under Thomas Edison
When General Electric (GE) was established by Thomas Edison in 1892, the company needed to find its footing quickly within the fast changing world of electricity (Wise, 2020). Having a leadership model that was heavily reliant on direction-systematic instructions given by the leader who gives specific instructions for action bodies towards achieving specific goals ensured success for his partnership teams. With such an approach based entirely on instructions 
Expansion Phase: Participative Leadership under Jack Welch
During the 80s and 90s, under the direction of Jack Welch, GE diversified its products to other industries, which included finance, health care, and media (Cohan, 2022). His participative management style contributed greatly to General Electric Company’s tremendous advancement and expansion with this regard he used employees in coding major areas of concern and fostering an innovative environment that was essential in enhancing change and development in the industry.
Crisis Management: Supportive Leadership under Jeffrey Immelt
During the early 2000s, GE had a lot of problems because of the September eleven 9/11 attacks and 2008 financial crisis (Gryta and Mann, 2020). This encouraged Jeffery Immelt to adopt a supportive leadership style as a way of sailing through the troubled waters. GE was assisted by his supportive approach to stabilize itself and to restore its employees and stakeholder’s morale.
Digital Transformation: Coaching Leadership under John Flannery
John Flannery was in charge when GE started its journey towards digital change in the last decade of 2010 (Gryta and Mann, 2020). For GE, an ability to adapt to the latest technology by developing new skills was realised by Flannery since he decided to follow leadership that entails coaching approach leading. Due to this strategy, the employees have become quick at using computers while at the same time flexible which has made them suitable enough for tomorrow’s market growth.
Current Phase: Delegating Leadership under Larry Culp
GE, under the current stewardship of Larry Culp, is characterized by a style of delegating leadership. Here, Larry Culp aims to decentralize authority and empower business units in a bid to offer more freedom to managers in making decisions and leading their individual departments (Singh and Useem, 2021). With this trend, it implies that GE now has an increased ability of reacting speedily towards market shifts as well as meeting consumer requirements thus creating an environment promoting responsibility among employees.
[bookmark: _heading=h.3rdcrjn]Benefits of Adaptive Leadership
Increased Organizational Agility: Situational demands require that the style of leadership be adjusted by those in charge of corporate so as to avoid crises and utilize potential chances.
Enhanced Employee Satisfaction and Retention: Job satisfaction among employees increases significantly if their superiors adapt their strategies depending upon what those working under them want or like (Schulze and Pinkow, 2020).
Improved Decision-Making and Problem-Solving: More intelligent and effective choices are made with such an approach as collaboration which promotes innovation as well as continual enhancement. 
[bookmark: _heading=h.26in1rg]Challenges of Adaptive Leadership
Complexity in Implementation: To alter leadership styles, one has to have a firm grasp of several diverse theories and models, as well as be in a position to assess and respond to the situational factors in the most accurate manner.
Risk of Inconsistency: Employees may see inconsistency and unpredictability in a leader’s different styles (Dunn, 2020). It is vital for leaders to make their reason very clear, make their behaviour match the organization’s core beliefs and objectives. 
Balancing Diverse Needs: It can be difficult for managing diverse teams due to different employees' needs and preferences. To this end, team leaders ought to learn how to manage conflict management in order to accommodate all members’ needs. 
[bookmark: _heading=h.lnxbz9]Conclusion
In order to effectively manage and motivate teams, it is important to know leadership theories and how they can be put into practice. This paper explores the complexities behind Theory X, Theory Y, as well as Theory Z with each having its own unique viewpoint on how employees should be managed or motivated. Theory X believes that workers are naturally lazy and need close monitoring while Theory Y suggests that people generally enjoy their work and should be trusted. Theory Z is a mixture between the two that is characterized by long-term employment as the primary focus which also includes collective decision making. The report contrasts each theory in terms of advantages and disadvantages taking into account cultural contexts and personal differences.
Furthermore, one can explore adaptive leadership, across a number of models, which include Hersey and Blanchard’s Situational Leadership Model, Fiedler’s Contingency Theory and Path-Goal in this regard. In them, it is stated that tailoring leadership styles for each specific situation enhances an organization’s agility as well as employee satisfaction. The report gives authentic illustrations, like using General Electric, on how adaptive leadership has been successfully employed in various stages of organization growth.
This paper’s main objective is to gain a full comprehension about various leadership theories and adaptive methods that can be employed in different situations. The importance of this information is that it aids management in developing productive-working environments where employees are more innovative, productive, satisfied and able to implement appropriate leadership styles that match their teams and situations.
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