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Part 1A. Academic Report.
1.A.1. Introduction
[bookmark: _Int_B7M7H3fJ]This essay gives an insight into theories X, Y and Z to the Level 5 Student of UWTSD who wants to start a small business. Small and Medium Enterprises (SMEs) account for around two-thirds of overall employment and over 55% of the value added in the non-financial business sector (European Investment Bank, 2020). Understanding the inter-relationship among leadership styles, intra-organizational management systems, and business growth can help small business leaders construct a sustainable performance-oriented management style (Wang and Poutziouris, 2010). 
It is challenging when introducing leadership since multiple definitions exist (Huber, 2002; Northouse, 2016; Rost, 1991). However, this challenge can be an opportunity for this paper to familiarize readers with the complexity of leadership by discussing its evolution, contrasting it with management, and examining its values. Therefore, the author starts with the leadership’s basic themes before moving forward to give the reader a deeper understanding. The complex nature of leadership has resulted in various perspectives and frameworks, including Theory X, Theory Y and Theory Z. These theories provide insight into leadership approaches. The essay’s first part aims to critically evaluate these theories and explore their characteristics, including similarities, differences, advantages, and disadvantages. The examination expands to practical examples of the influence of culture and individual differences on leadership styles. The second part is dedicated to Contingency Leadership Theory and its analysis. The final part concludes with recommendations based on the findings within academic literature and real-life examples. 
Leadership has evolved over time, shifting from a focus on control and power to one on process, influence, and relationships. According to Rost and Baker (2000), the 20th-century view of leadership was management-oriented, hierarchical, and individualistic, while the post-industrial social construct of leadership is inclusive, community-oriented, and complex. Northouse (2016) outlines the evolution of leadership approaches in "Leadership: Theory and Practice". Table 1 below represents his summary. 
Table 1. "Evolution of Leadership” created by E. Kander based on Northouse (2016).
	Decade
	Leadership Definition Emphasis

	1900-1920s
	control, power

	1930s
	traits, influence

	1940s
	groups

	1950s
	groups, relationships, goals, effectiveness

	1960s
	behavior

	1970s
	organizational behavior, reciprocal process

	1980s
	influence, traits, transformation

	21stcentury
	leadership vs. management, process, authenticity, values, follower focus



Leadership styles can be classified as autocratic, democratic, bureaucratic, servant, or laissez-faire (Lewin et al., 1939). Alternatively, in a more contemporary view, leaders can be situational, transactional, or transformational depending on the exchanges of power and outcomes (Northouse, 2016). 
Leadership demands a distinctive set of skills and traits that not everyone possesses. It takes a special kind of person to excel in this challenging role, I.e., charisma is the kind of attribute which cannot be learned (examples of charismatic leaders are Boris Jonhson and Elon Musk). Kirkpatrick and Locke (1991, p.59) claim that “leaders are not ordinary people who happen to be in the right place at the right time”. They have a unique set of qualities that distinguish them from others. Therefore, aspiring leaders should be carefully selected based on their traits and trained for the future. Kotter (2012, p.7) distinguished the concept of leadership and management in these words: “Management makes a system work. It helps you do what you know how to do. Leadership builds systems or transforms old ones.” Kent (2005) shares a similar view and proposes myriad examples of contrasting characteristics between leaders and managers. Selected samples are presented below in Figure 1. This theme is expanded in full in Appendix 1 and 2. 
Figure 1. Leader vs Manager – created by E. Kander based on Kent (2005).
Leaders
Managers
* Do the right things
* Changes the status quo
* Earn their position
* Leading is an influence relationship
* Leading creates change
* Long-term goals/Vision
* Do the things right
* Maintain the status quo
* State their position
* Managing is an authority relationship
* Managing creates stability
* Manages short-term goals


The set of skills which distinguishes leaders deserves a closer look regarding its uniqueness. Leaders who possess these skills can achieve their objectives, inspire, and empower their team members, and create a fulfilling work environment. Effective leadership acquired equal excellence in administrative (technical), conceptual, and interpersonal (human) skills presented below in Figure 2 based on Katz cited in Northouse (2021).

Figure 2. Essential Leadership Skills based on (Northouse, 2021). Administrative skills enable  to organize and manage resources, prioritize tasks, and coordinate effectively, which are critical for leaders to ensure the smooth functioning of their teams.
Interpersonal skills, such as emotional intelligence, conflict management, and teamwork, to foster healthy relationships and create a positive work environment.
Conceptual skills, such as strategic and analytical thinking, are also essential for leaders to define their vision, set goals, make informed decisions, and solve complex problems constructively.

1.2. Theory X, Theory Y, and Theory Z.
According to Lord et al. (2017) and Day and Antonakis (2012), the term leadership refers to a process of social influence in which leaders should guide and motivate their followers to act in an orderly manner to achieve a common goal. This definition highlights the motivation factor in leadership strategy, which is linked with the concepts of theories X, Y, and Z. They are part of the motivation management techniques, which have been used widely in modern organizations (Larsson et al., 2007; Russ, 2011; Sager, 2008). 
The concepts of the original theories of X, Y and Z leadership styles were proposed respectively by Douglas McGregor and William Ouchi. Each theory emphasizes distinct aspects of leadership. Douglas McGregor explained for the first time Theories X and Y in his book “The Human Side of Enterprise” in the 1960s. He argues that a strong correlation exists between human behaviours, job satisfaction and work efficiency. This collaboration shapes new techniques for management employee motivation (McGregor, 1960, 1966). McGregor suggests that people have different attitudes to work. Some employees’ behaviours at work are driven by money, while others by personal development or ambitions (McGregor and Cutcher-Gerstenfeld, 2006). In other words, Theories X and Y are based on contrasting assumptions (positives vs negatives) about individual attitudes to work. 
Theory X: Mullins and McLean (2019) pointed out that the central principle of Theory X entails the establishment of direction and control within an organization through a centralized system accompanied by the exercise of authority. Theory X assumes that employees are inherently lazy, dislike work, need strict supervision and are primarily motivated by external factors such as rewards and punishments. This type of employee prefers to be directed, avoids responsibility, has little ambition, and wants security (McGregor, 1960, cited in Lawter et al., 2015). Leaders who embrace Theory X are autocratic and task oriented. McGregor recognized that the carrot and stick approach can have its place, but it does not work when people are socially or egocentrically motivated. Managers do not have the sole objective of persuading people in exchange for a reward or escape from punishment, as commonly assumed (Heil et al., 2000; McGregor, 1966, 1967). That argument led to the genesis of Theory Y, described in more detail below.
Theory Y: Theory Y assumes employees are self-motivated, enjoy taking responsibility, and can be creative problem solvers. It suggests that management should empower employees, provide them with opportunities for growth and development, and foster a collaborative and participative work environment (McGregor, 1966, 1967). Examples of these types of companies are Spotify and Google. It promotes a culture of trust, independence, and employee involvement in decision-making. Leaders who embrace Theory Y mirror the democratic approach and are relationship oriented.
Theory Z: Leadership is a product of people working together towards a common goal, not just individuals in charge (Denis et al., 2012, cited in McCauley, C. D., and Palus, C. J. 2021). This definition lines perfectly with the concept of Theory Z, sometimes named the “Japanese Management.” Theory Z was developed by Ouchi in 1981 and combines elements of Japanese management practices with Western theories. It emphasizes long-term employment, collective decision-making and an intense sense of loyalty and commitment from employers and employees (Ouchi, 1981).
1.A.3. Evaluation of Theories X, Y and Z.
[bookmark: _Int_JWHGiYS8]According to CMI (2020, p.2), “McGregor believed that while both styles could be effective, Theory X management could lead to demotivation and low levels of performance, whilst conversely, theory Y management could produce elevated levels of motivation and performance”. Leaders who adopt Theory X tend to have an authoritarian and controlling approach, closely monitoring and directing subordinate's actions. While this theory can be effective in certain situations, such as when managing low-skilled or repetitive tasks workers, it may not be the best fit for a small business from a student. Students are the most likely to be self-motivated and have an elevated intrinsic passion for their business. Theory X results in limited creativity, autonomy, and engagement within an organization while they are essential for entrepreneurial ventures. This theory can be effective when managing inexperienced workers in large or small manufacturing organizations but is not the best fit for a business such as graphic design, engineers, IT specialists, or the craft industry. In these types of businesses, the employees are skilled and satisfied with their jobs. They can be easily inspired in the co-creation process of value for the organization and themselves. Thus, leaders who embrace Theory Y believe in empowering their teams, providing autonomy, and encouraging participation and collaboration. This approach relies on intrinsic motivators such as recognition, growth opportunities, and mindful work to foster employee engagement and productivity. This theory aligns well with the nature of a small business run by a student. It promotes a culture of trust, independence, and employee involvement in decision-making. By adopting theory Y principles, the student can tap into entrepreneurial spirit, encourage innovation, and create a positive work environment where everyone feels motivated and empowered to contribute to the business's success. Theory Z emphasizes the importance of building relationships based on trust, where employee involvement in decision-making and the long-term orientation of their careers are the main goals. Leaders following this theory value teamwork and loyalty. While Theory Z may have its merits on employee well-being, it may not be suitable for leading a small business. Students may have limited resources and flexibility. Additionally, the long-term employment and extensive teamwork aspects of the original set may not align well with their short-term goals and the dynamic nature of their business.
While these theories differ in their underlying assumptions and approaches, they all address the leadership style required to motivate and effectively manage employees. They provide frameworks to guide leaders in understanding their team's motivations and aligning them with organizational goals. There is also an extension of Theory Y, and it is named Super Theory Y. A brief explanation is presented in Appendix 3.
1.A.5. Advantages & Disadvantages
Theory X offers the advantage of maintaining strict control within the organization with a strong focus on tasks and enhanced profitability. However, this approach can lead to a lack of empowerment and autonomy among employees and a lack of creativity. It may also create a work environment that motivates employees in the short term and hinders their individual growth. Regarding traits, Theory X leaders have been found autocratic in their characteristics. Autocratic leadership means the leader makes decisions and gives orders to subordinates. This style discourages initiative and is used when time is short, e.g., in crisis situations or when the leader has the most expertise (Khan et al., 2015). An autocratic leader can reward dedication and prioritize problem-solving. This approach can motivate employees to take control of their own responsibilities (İnandi et al., 2016, p. 194). The primary advantage of this style is its efficiency in achieving goals quickly (Amanchukwu et al., 2015).
Theory Y, in contrast, focuses on employee autonomy and fosters a positive work environment as an advantage. It encourages active employee engagement, promotes innovation, and enhances overall job satisfaction. Managers following this theory can cultivate a culture of trust, empowerment, and collaboration. However, Theory Y may have limitations where strict rules are necessary, such as in high-risk or regulated industries, for example, army equipment. In terms of traits, Theory Y leaders are the same as democratic. Democratic leadership prioritizes group dynamics and the individual sensibilities of team members. This approach values professional competency and holds team members accountable for their actions to ensure quality assurance (Cunningham et al., 2015, p. 34). Under this leadership style, subordinates are encouraged to express their thoughts and ideas, though not all decisions are subject to negotiation (Khan et al., 2015). Democratic and “Y” leaders emphasize team participation in decision-making. These efforts result in a boost to employee motivation and confidence. However, the downside is that progress may be slower (Amanchukwu et al., 2015). In the case of SMEs, democratic/ Theory Y leadership to cultivate highly driven, smaller teams are the most recommended (Fiaz et al., 2017, p. 147). This leadership is especially beneficial for innovative SMEs or projects that require collaboration across various departments (Mohiuddin, 2017, p. 26-27).
Theory Z focuses on nurturing strong relationships and fostering a collective community commitment that can create a sense of belonging. Thirty among employees, it encouraged teamwork, mutual support, and long-term employee engagement. However, leaders embracing theory Z, which might slow decision-making processes due to its emphasis on consensus building, may also face challenges adapting to rapidly changing environments or when individual motivation and career growth are incredibly important to employees. All three leadership theories have advantages and disadvantages depending on the organizational context and individual preferences.
Democratic (Y) leadership is favoured by scientists (Baumgartel, 1957), whereas those who work in large groups with limited interaction among members tend to prefer authoritarian (X) leadership (Vroom & Mann, 1960). 
1.A.6. The Role of Cultural and Personal Differences
Cultural and personal differences play a significant role in building relationships and styles. Diverse cultures have distinct values, beliefs, and expectations regarding leadership. For example, collectivist cultures, such as those in many Asian countries (Japan or Malesia), prioritize harmony, consensus, and loyalty. Leaders in these cultures often adopt participative and relationship-oriented approaches, aligning with Theory Z principles. On the other hand, individualistic cultures, like those in Western countries, tend to value individual achievement and autonomy, aligning more with the principles of democratic Theory Y. 
Researchers have compared the management styles of men and women in SMEs. Some argue that there is no difference between the genders (Cornet, 2009), while others believe that men and women adopt different management styles (Eagly et al., 1995; Trinidad and Normore, 2005). Wright (1992) emphasizes the power need in men and the relational need in women, whereas Rosener (1990) notes that women tend to seek consensus and share power and information. Rey (2015) and Eagly and Johnson (1989) found that women tend to use a democratic leadership style in line with Theory Y, while men tend to use an autocratic style in line with Theory X. The unique traits of men and women make them both valuable to the organization. Women's emotional 
nature gives them intuition, while men's strategic nature provides them with ambition and long-term vision. Together, both styles complement each other and contribute to management effectiveness. Leaders' traits, such as listening, empathy, sensitivity, sharing, openness, and flexibility, are found in most women more than men. However, women leaders may encounter limitations when leading single-sex teams. (Kaufmann, 2006). Overall, women are better at maintaining relationships and solving personal conflicts in the workplace. Therefore, they can integrate businesses at the bottom line and top positions (Duquette, 2015). Thus, females are better as relationship-oriented leaders and can make a valuable addition to any company's assets. According to the Guardian, women-led SMEs contribute £85bn to the economy, yet women are only 16% of small business employers and 1 in 3 entrepreneurs. Only 15% of bank financing applications and 22% of new primary business accounts are from women, indicating a significant gender gap in access to finances and business loans (Topping, 2022). 
[bookmark: _Int_K1noxNUc]The latest data from 2021 in Figure 5 shows that ethnic minorities, excluding white minorities, led to 6.1% of SMEs in the UK. The human health sector had the highest percentage of ethnic minority-led SMEs. Northern Ireland had the highest percentage of 97.7% of SMEs led by people from the white majority.
Figure 5. SME employers that are majority led by those from ethnic minorities, white ethnic groups, or unknown by country in the UK, in 2021 in percentages (LSBS, 2021).
[image: ]
Part 1B: Contingency Approaches to Leadership and Situational Leadership.
1.B.1. Introduction
According to Waters (2013), defining leadership requires an examination of several dimensions and attributes, including power distribution, skills, personality traits, and situation-based factors. Contingency approaches to leadership propose that effective leadership depends on the specific situations and contingencies within an organization (Mullins and McLean, 2019). Two theories in this regard are the path-goal theory and the LPC approach. The path-goal theory presented below in Figure 6 was first introduced by House, then by House and Dessler, and developed by Nadler and Tushman (Mullins and McLean, 2019).
Table 6. Sources: Northouse, P.G. (2018). Leadership: Theory and practice (8th ed). Sage Publications Inc., p 118.
[image: ]

In this theory, leaders clarify goals, provide necessary guidance, and support, and remove obstacles to help followers achieve their objectives. This theory emphasizes the importance of aligning leadership behaviours with employees' needs to help them perform well. For example, if a bakery runs out of flour because of flooding and delivery is cancelled, the leader needs to act fast to carry on with the production and serve its customers. The lack of flour is an obstacle, and the goal is to carry on baking. The leader could use another supplier of flour close enough to their business to remove the obstacle and save the business's reputation. 
The LPC approach, also known as the Feedback Contingency Model, focuses on the leader's relationship with their subordinates based on the situation. This model was introduced by Fred Fiedler in 1981 and plays a vital role in approaches to leadership, even though there is a dispute about its actual meaning. The Least Preferred Co-worker (LPC) scale measures leaders' inclinations towards task or relationship behaviours. The low score suggests the leader is task-oriented, and the high score the leader is relationship-oriented. The effectiveness of a leader's style depends on the match between their LPC score and situational favorableness. The effectiveness of a leadership style is contingent on the individual utilizing it based on the decision’s quality and its acceptance by employees. 
1.B.2. PESTLE Analysis
Small business owner-managers have the crucial task of balancing business goals, managerial priorities, ownership control tendencies, and shared values. Achieving this requires a management approach that comforts all stakeholders. In recent years, businesses in the UK have suffered from various issues impacted by political, economic, social, technological, legal, and environmental factors. The paper attempts to provide three examples of PESTLE analysis in detail based on Table 2 below.
Table 2. PESTLE Analysis 
	Political
	Economic
	Social
	Technological
	Legal
	Environmental

	Brexit, War 
	COVID-19 Impact, Inflation
	Living Cost Crisis, “Me Too” Movement
	Cyber-attacks
 & online frauds, AI, Robots 
	Zero-hour contracts
	Climate, Extreme Weather, Green Energy 



Political factors: Brexit (the UK’s withdrawal from the European Union) created significant challenges, including trade disruption, regulatory changes, uncertainty over tariffs and potential labour shortages for most SME businesses. In December 2021, Faisal Islam from BBC News spoke with a dozen small business owners from various industries who participated in a British Chambers of Commerce survey on the impact of Brexit's first year. They all expressed similar challenges, including a drop in sales, and remaining competitive in Europe. For example, Adrian Hanrahan, the owner of Robinson's Chemicals, must deal with duplicative EU regulations. A gift box distributor, Karen Lowen, finds it cheaper to supply the US and Australia than Europe. In another case, a British manufacturer of green radiators is moving their factory expansion from Birmingham to Poland. One business which has been around for over a century is fighting to survive (Islam, 2021). All these SME owners have the same problem caused by Brexit however, they all represent different approaches to solving it. 
Technological Factors: Artificial intelligence (AI) and automation. The rise of AI and automation technologies brings both opportunities and challenges for businesses. While it can enhance efficiency and productivity, I.e., in customer service or CRM (Customer Relationship Management), it raises concerns about job displacement and the need to reskill the workforce. Another downside is the cost of updating, backups, and breakdowns. In the case of braking systems, the leaders need to act fast and be decisive. The Path-Goal Theory can be used in this case together with task-oriented action. Nevertheless, for many SMEs, including online trade and distribution companies, the application of AI is a huge advantage.
Cyber-attacks: With the increasing reliance on technology, the risk of cyber-attacks has grown. Businesses face the challenges of protecting sensitive information, maintaining cybersecurity measures, and mitigating the financial and reputational damages from cyber-attacks.
Environmental factors, such as extreme weather: The UK has experienced increased storms and repeated flooding in recent years, which has affected many businesses across various sectors. These episodes lead to property damage, supply chain disruption, increased insurance costs and potential loss of business. 
1.B.3. Effectiveness of contingency Theories and Situational Leadership
In 1970, J. J. Morse and J. W. Lorsch proposed Super Theory Y, which suggests a no one-size-fits-all approach to management (Morse and Lorsch, 1970). The situational leadership model by Paul Hersey and Ken Blanchard recognizes just that as well. Leaders must be flexible and adaptable to be effective (Mullins and McLean, 2019). Here, leaders assess the needs of their team members and adjust their leadership style accordingly, whether that means being more hands-on or taking a more hands-off approach. This style can help build trust and respect within teams and enhance performance. According to Vroom (1997), leadership is tighter when the information provided to employees is sufficient for decision-making. The loose–tight model integrates traditional participative (Y) and directive (X) approaches, indicating that both practices are necessary for the management processes (Shao et al., 2019). Therefore, leaders may need to adapt their styles based on the situations they face in organizations and their context. For example, a crisis may require a more directive and autocratic approach to ensure quick decision-making and efficient execution. On the other hand, a situation that demands innovation or creativity may be better suited for a participative and empowering leadership style. A real company that illustrates this is Apple Inc.'s case. Under the leadership of Steve Jobs, Apple experienced significant growth and success through innovative product development. Mr. Jobs demonstrated a visionary approach, driving creativity and collaboration. Even when pushing team members to their limits, he builds mutual trust. Therefore, the employees follow him and share his vision. His leadership style can be associated with Theory Y, as it empowered employees and encouraged them to think differently. However, there were also instances where Mr. Jobs exhibited autocratic and directive behaviour (Theory X), especially during product launches. This adaptation of leadership style to suit the situation allows him to maintain control while fostering a creative environment.
1.B. 4 Conclusion and Recommendations
Leadership styles play a crucial role in shaping the behaviour, performance, and overall compromise of the success of an organization. As an SME owner/manager, it is vital to understand different leadership styles, their traits, qualities, and benefits. By identifying and implementing an appropriate leadership style, SME management can enhance performance and foster job satisfaction. SME leaders are advised to be inquisitive and explore the most suitable leadership style or a blend of styles that benefit their organization. The author agrees with Mc Gregor (1960) and Baumgartel (1957) that Theory Y is the most suitable for the student in small business. However, the leader should know employees' needs and what motivates them to perform well. As much as democratic Theory Y aligns with the intrinsic motivations and entrepreneurial spirit mostly found in students, its effectiveness depends on the business context, the leader’s skills, personal traits, and specific situations. Contingency theory approaches are necessary for managing business crises regardless of their size, I.e., manufacturing industries or hospitality. The leader switches styles in accordance with needed action: from relationship-oriented to task-oriented, (from X to Y). Therefore, it is vital not to ignore the primary advantage of this style, which is efficiency in achieving goals quickly (Amanchukwu et al., 2015). The golden rule to remember about leadership styles is that "no one size fits all” (Morse and Lorsch, 1970)
Leadership is complex and not just about possessing the skills and characteristics. It is about using those skills to inspire and empower others to become better versions of themselves. 
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Appendixes:
1. Differences in the purpose, products, and processes of leading and managing (Kent, 2005). 
	Leading
	Managing

	Purpose
	Purpose

	To create direction and the unified will to pursuit through the development of people’s thinking and valuing.
	To determine and compare alternative uses and allocations of resources and to select the alternative which is most energy effective toward accomplishing or producing a product, end, or goal.

	Products
	Products

	The establishment of thrust toward a purpose or result.
The creation of social orderliness to carry out that thrust.
Higher states of behavior and thinking in terms of principles, values, morality, and ethics.
	Resources, organized effort, and awareness of performance and progress toward goals.
The creation of a desired mode of working among people and other resources.
The creation of the most energy effective way of dealing with the causes of events and situations in accomplishing a purpose tied to a particular situation.

	Processes
	Processes

	Creating a vision, aligning people within a team, managing their “Self,” recognizing, and rewarding, and communicating the meaning and importance of the vision.
	Planning, organizing, controlling, and coordinating.






2. Leading competencies for each leading function and managing competencies for various managing functions examples (Kent et al. 2001; Adapted from Yukl et al. 1990).

	Leading competencies
	Managing competencies

	Visualizing greatness: Thinks strategically. Appropriate risk-taking and innovation. Sees, in his/her mind’s eye, what could be. Emotes enthusiasm and inspiration.
	Planning and organizing: Determining long-term objectives and strategies. Deciding how to use personnel and other resources. 
Informing – disseminating info about decisions, plans, etc. Answering requests for information.

	Creating and empowering the “we”: Builds teams. Develops others. Appropriately involves others in decision-making. Creates ownership/commitment in others. Delegates responsibility. 
	Representing: Telling others about the organizational unit and its accomplishments. Providing a fair accounting of subordinate's ideas and proposals. 
Problem-solving: Identifying and analyzing work-related problems to identify causes and solutions. Acting decisively to implement solutions and resolve problems or crises.

	Communicating for meaning: Communication is principle and value based. Communicates facts, values, and symbols. Makes communicating for meaning a priority. Takes the required time to explain why something is important. 
	Conflict management: Encouraging and facilitating the resolution of conflict. Encouraging cooperation and teamwork. 
Monitoring: Gathering information about work activities and progress toward goals. Evaluate the performance of individuals and the work unit. 


Table II. Continued second part. 








Appendix 3. *SUPER THEORY Y based on Zhang et al., (2013).
Managers should consider the internal and external factors affecting management methods and techniques. The Super Theory Y presents a compelling argument for re-evaluating conventional management methods. It emphasizes the importance of flexibility in selecting optimal management tactics and highlights that no single approach can be universally applied (Zhang et al., 2013). This theory encourages leaders to be imaginative and open-minded in their approach to management and to view change as an opportunity for advancement and creativity. By embracing the Super Theory Y, leaders can become catalysts for transformation, fostering growth and innovation. 












Part 2: Reflective Essay
2.1. Introduction
[bookmark: _Int_2DbZVMbw]The essay synthesizes my learning experience in the emergent leadership skills module and reflects on my leadership styles and abilities concerning workplace examples. Reflection is a widely used tool that helps individuals review their experiences and reflect on changes in their future practices. It involves looking at past actions and experiences and using that information to modify future actions. The Driscoll model of reflection is a popular model used for this purpose. Developed by Driscoll in 1994, this model consists of three phases of the experimental learning cycle. According to Driscoll (20070, the first stage (What?) describes an incident or experience, including what happened, what was observed, the individual's reaction, the addressed issue, and the purpose of recollecting the situation. The second stage is "So what", where the individual analyzes and understands the context and situation, focusing on clarifying interests, learning new skills, likes and dislikes about the experience, and any troubles faced. The last stage is "Now what" and proposed actions after the incident or experience, including identifying root causes of addressed issues, applying learning outcomes through experience, altering the situation, and the consequences of not making any changes when facing a similar situation. The essay is based on the Driscoll model and presents the three parts described as follows: Experience (What), Reflection (So what), and Action (What now). The final part summarized the essay with brief conclusions. 
2.2. Experience (What?)
During this module, I realized how important leadership is, not only in my professional life but also in my personal life. Now I understand which leader’s attributes are crucial in building strong relationships, enhancing communication skills, and developing abilities of effective decision-making. Personality tests within this module help me become more self-aware and understand my strengths and weaknesses, which can lead to personal growth and development. The learning outcome of this module confirms that my leadership style leans on Mc Gregor’s (1960) Theory Y, and I am relationship-oriented more than on tasks. However, when there is a danger of low efficiency, I can switch my focus on tasks and complete them on time.
The reading list proposed by the lecturer was relevant to the study subject and a joy to read. However, the book Laurie J. Mullin titled “Management and Organizational Behaviour” was my new “Bible.” I found this book remarkably interesting and helpful in completing the assignment and during the whole study term.
I believe that as a democratic leader Y, I should inspire and motivate the team members to achieve their goals within the organization’s objective. Therefore, in my last workplace, I implemented a flexible work schedule that allowed the team of 9 members to work independently, which increased their productivity and motivation. However, one of the employees has learning difficulties, and one has no experience. These two members needed clear direction and my support. I dedicated lots of time to them with additional training and observation. This experience was time-consuming and caused conflict among other team members. I felt the tension rising and decided to talk to everyone separately about what was causing the problem and what I could do to help them resolve it. After that, I defined the cause of the conflict as jealousy from some employees over the time I spent with the other two. The other members have resumed that the employees I was helping were my favourites, and I did not care about the rest. I felt the tension rising and decided to talk to everyone separately about what was causing the problem and what I could do to help them resolve it. After that, I defined the cause of the conflict as jealousy from some employees over the time I spent with the other two. The other members have resumed that the employees I was helping were my favourites, and I did not care about the rest. At that time, I was surprised and disappointed at the same time as myself, but I was also glad that I managed to find the cause of the problem. I assured all the members that I cared about everyone and explained why I had to dedicate more time to these two members. This experience helped me to realize that I need to improve my leadership skills, including being more assertive in decision-making, communicating clearly, and delegating tasks effectively.
2.3. Reflection (So What?)
Reflecting on my learning experience in this module, I must admit that Theories X and Y are my favourites. Diving deeper into them helps me to understand the behaviours of my past leaders/managers in specific situations much better now than then. However, I do not feel that my ex-leaders practice these theories in balance. Most of them were autocratic leaders who leaned on Theory X and used punishment more than reward. In many cases, a lack of rewards leads to a demotivated and unsatisfied workforce and creates an atmosphere of fear. 
[bookmark: _Int_FLTB0OmE]Despite interesting articles and literature regarding leadership approaches, I have felt slightly uncomfortable writing part one of this assignment. Firstly, because I found it too difficult to write about such a complex subject briefly, and secondly, I do not have the confidence to advise anybody on something I am still learning and yet not an expert. However, I enjoyed studying the different approaches to leadership, especially regarding the effectiveness of crisis management. Now I know how to use Theory X and when without fear of being seen as a heartless leader. For example, knowing who within the team is motivated by financial rewards and perks, I can use these incentives to boost their performance without punishment. In crises, when time is limited, there is a need for an immediate response and decisiveness from the task-oriented leader. Therefore, the knowledge of contingency theories allows me to recognize when I must act as Theory X and when as Theory Y leader. By being flexible in these two approaches, I can be more effective in problem-solving and decision-making. In my previous work experience, I acted as a Y leader regardless of the situation context because I wrongly believed that would make everyone happy. Looking back, I must admit that this approach was more effective with the generation of Millennials than Gen. Z. The mature employees mostly preferred clear direction and security over personal development. That is why I am glad that the context of differences between culture and personalities was part of this study. 
2.4. Action (Now What?)
Now, I know that knowledge without practice and adequate skills is not enough to be successful as a leader. The biggest takeaway from this module is knowing that leaders can also be made, not only born. Everyone can be a leader in their lives, whether in a professional environment, or a personal one. Leading is not easy but can be rewarding with the right approach and development. There are many perspectives and aspects of the leadership journey to be successful. This module lets me explore the leadership styles and what I need to improve to become a successful and effective future leader. 
I have realized that emotional intelligence is a crucial aspect of leadership that should not be overlooked. Therefore, looking back at the conflict from my previous job makes me conclude that my leadership skills were underdeveloped and needed mentorship. If I were in the situation now, I would start with a team meeting and be transparent about my strategy and what I expect from others. This way, the employees will understand the action plan and their responsibilities. By doing so, I opened a communication channel and created an environment of trust within the team. Also, I would encourage them to exchange feedback at a weekly meeting about any issues, including their ideas for solving them. If an employee needs support in the future, I will delegate this task to experienced colleagues.
To improve my communication skills, I will practice active listening to understand other perspectives fully and enhance my verbal and nonverbal communication techniques, including clarity, empathy, and effective body language. Also, I will seek feedback from colleagues and superiors to identify areas of improvement in my communication style. I will invest in professional development opportunities such as communication workshops or courses on LinkedIn. To improve my delegation skills, I try to identify tasks that can be delegated to team members based on their strengths and expertise. I will clearly communicate goals, expectations, and timeliness when delegating responsibilities. Now, I know I must provide the necessary resources and support to the team members to ensure their success. I can trust my team but maintain open communication lines to monitor progress and address concerns. I can improve my assertiveness skills by developing self-confidence and belief in my abilities by using self-reflection and self-growth activities. I will also practice communication techniques such as using “I” statements and expressing my thoughts and opinions clearly and respectfully. Regarding crisis management, I need to stay calm and compost the situation as this will inspire confidence in my team. I need to anticipate potential crises by assessing risks and developing contingency plans. I must establish clear communication channels and protocols for crisis management, ensuring everyone is aware of their roles and responsibilities. Fostering a collaborative and agile work environment allows me quick decision-making and problem-solving during a crisis. Also, I must continuously evaluate and learn from crises to improve future management strategies. Based on my experience, I must reflect more often and adapt my approach accordingly to the situation. Lastly, I must embrace continuous learning and seek feedback to enhance my leadership abilities. 
2.5. Conclusion
As leaders, we strive to increase productivity, improve performance, and pursue innovation. While these goals may seem daunting, there is a fundamental way to achieve them - through the empowerment of people. As a leader, empathizing with the team members creates a positive work environment that fosters trust and collaboration. Overall, leadership is an essential skill that can benefit individuals in both their personal and professional lives. This study of leadership skills helped me become a better manager, parent, partner, and friend. By being accountable and setting achievable goals I could inspire others and become a better leader in my professional life. Improving my communication and delegation skills as a future leader will help me to increase efficiency, collaboration, time management, employee engagement and development. It will also strengthen my relationship-building skills, contribute to my leadership development, and build trust within a team. These benefits can positively impact not only my team's performance but also my long-term career growth. Leading by example could positively impact those around me at work and home.
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