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[bookmark: _Toc169817989]Introduction
 	This study highly emphasized leadership style in the UK context. However, this assessment focuses on different theories namely X, Y, and Z leadership. However, leadership style has a high influence on the organizational roles and departments by enhancing creativity, team building, effective collaboration, and innovative ideas to resolve conflict and enhance negotiation skills among the team members (Ardi et al., 2020). This assessment also focuses on the different leadership styles such as democratic, autocratic, and transactional leadership. Leadership shapes the organizational structure, improves employee productivity, and motivates and inspires employees to foster their performance by increasing their job satisfaction (Oyugi, and Gogo, 2019). However, this study emphasizes decision-making skills, resolving conflicts, and consistency in improving the performance of the organization. Furthermore, these styles do have their advantages and disadvantages, and the leaders must be able to use the style appropriate to the situation where they find themselves.
[bookmark: _Toc169817990]Detailed Explanation of Theory X, Y & Z Leadership
[bookmark: _Toc169817991]Theory X
 	In the 1960s, management theorist Douglas McGregor came up with Theory X based on a set of negative ideas about the character and behavior of employees on the job. Managers who believe in Theory X say that employees hate their jobs and will do anything to get out of them. They think that employees are not motivated by anything other than following orders, and that they need to be micromanaged, manipulated, or punished all the time to help the company reach its goals (Montoya and Seminario, 2022). According to this point of view, employees are selfish and do not want to change. This is why managers who believe in Theory X tend to be strict and put the needs of the team ahead of the growth of their employees. They set up a very controlled and structured work environment by using outside rewards and punishments to encourage employees. 
[bookmark: _Toc169817992]Advantages
 	Theory X's main strength is that it works best in structured, routine-based settings with few chances for creativity and clear boundaries between jobs. Under authoritarian management that requires strict adherence to all rules and instructions, there can be more work done and less room for mistake. The way that Theory X organizes power makes it great for times when it is needed to act quickly, like during a crisis (Cai et al., 2020). When tasks are made clear, this method also lead to accountability and clear standards. Managers can make sure that their teams are on the same page about meeting targets and performance goals by being hands-on and strict.
[bookmark: _Toc169817993]Disadvantages
 	On the other hand, Theory X has some very important problems that can happen at work. It is a well-known fact that assuming employees are naturally uninspired and need constant micromanagement can make them lose motivation. When employees feel unappreciated and untrusted, they may not be happy with their jobs, leave the company often, and be less committed to it. Because of this, employees are less likely to suggest changes or new ideas because they do not have the freedom or options to do so (Långstedt, 2021). The culture of an organisation can become difficult to change and adapt to. Also, low confidence and problems between management and staff can happen because of too much penalty and outside control, which can make people afraid and angry.
[bookmark: _Toc169817994]Theory Y
 	Theory Y was found in Douglas McGregor's 1960 book “The Human Side of Enterprise,” which has a good view of employees. This idea comes from the idea that employees are self-driven and inspired individuals who do their best work when given more freedom (Sorensen and Yaeger, 2021). Theory Y says that people will be proactive and creative when they are given the chance, which is different from Theory X's view of employees as lazy and needing constant supervision.
[bookmark: _Toc169817995]Advantages
 	Another crucial element of Theory Z is that it emphasizes long-term employment, so the employees are more committed, and they have more job security. When people are happy where they are working, they are likely to stick to that company or that place of work. This reduces the expenses that come with recruitment and training of employees. Emphasizing the decision-making process increases the level of employee happiness and job satisfaction since it gives them the impression that they are some part of the organization (Adeoye, 2023). If this method of participation makes the employees feel important and their inputs are considered, then it helps improve problem solving and creativity. Because this engaging approach makes it easier for teams to work together and get along, the workplace will be more peaceful and productive (Touma, 2021).
[bookmark: _Toc169817996]Disadvantages
 	There are many good things about leadership based on Theory Y, but there are also some bad things that can happen. Because it is so important to act quickly and give clear instructions in an emergency, this can be a problem. When time is of the essence, the joint and active structure of Theory Y can make it take longer to make choices. Besides that, not every business is trustworthy and open enough for this way to work (Galani and Galanakis, 2022). The usefulness of Theory Y can be called into question if the necessary work and time are not put into building this mindset. Theory Y can also not make many employees happy because it gives them more freedom and responsibility.
[bookmark: _Toc169817997]Theory Z
 	William Ouchi came up with Theory Z in the early 1980s. It is a management theory that blends traditional management practices with a focus on the well-being of employees. It takes ideas from both the US and Japan and puts them together. This way of thinking came about because Japanese companies were taking over the world, especially in the technology and car industries (Gwanyo and Doosuur, 2022). Theory Z says that companies that do well respect their workers' personal and professional growth, the ability to make decisions as a group, and their ability to stay with the company for a long time.
[bookmark: _Toc169817998]Advantages
 	It is evident that Theory Y leadership has its advantages and one of the advantages is that the employees become more productive. Employees make sure to produce exceptional outcomes when they are trusted to do a task by their employers. Self-esteem and job satisfaction increase because people want to be appreciated for their efforts in performing tasks. Theory Y also uses organisational development to ensure that people come up with better ways of doing things. It is useful for happiness and work performance to make individuals to analyze information, express their opinions and collaborate in problem solving. Theory Z says that companies should put their workers' mental, emotional, and social health first (Turbanti, 2023). Staff happiness is directly linked to how hard they work, so showing thanks and support can lead to a more interested and productive staff.
[bookmark: _Toc169817999]Disadvantages
 	One key disadvantage of this theory is that it take a long time to make a decision. This way of doing things make it challenging to get things done and make changes because it relies on everyone agreeing on what to do. This slow reaction time is a problem in businesses that move quickly or when things are very important. Theories Z says that companies should spend a lot of money on teaching and developing their employees (Gabrielova and Buchko, 2021). However, some companies, especially those with few resources, might not be able to do this. One more problem that can come up with a collectivist workplace is that not all employees will do well there. If some people want less focus on group togetherness and more freedom, it ca cause disagreements and dissatisfaction. Lastly, managers and workers may feel like they have less freedom when trust and long-term employment are emphasized (Barhate and Dirani, 2022).
[bookmark: _Toc169818000]Similarities and Differences 
 	All the three theories try to understand and deal with what employees do at work. One goal is to get people to give their all at work so that they are more productive. All three ideas agree on one thing: a happy and productive workplace needs good management. Their main point is that managers cannot be good leaders unless they know and understand what their workers want, need, and are motivated by. There are some things that all three theories have in common, but they are very different, especially when it comes to their ideas about how people work and how to handle them (Mahmoud et al., 2021). Theory X says that workers need constant micromanagement because they are plain and dull. Managers who believe in Theory X say that a system of awards and fines is necessary to keep employees working hard. Too much autocratic management can make people not want to do their jobs or be creative at work. Meanwhile, theory Y says that workers are good at managing themselves, really want to take the lead, and are driven by their own interests. Theory Y leaders put a high value on making the workplace a friendly place where everyone feels free to give and receive feedback (Acheampong, 2021). Theory Z puts workers' health and happiness above all else when it comes to making decisions as a group and keeping jobs for a long time. The goal of managers who follow Theory Z is to create an environment where employees feel valued and respected, which will make them happy and loyal. 
 	A well-known UK store called Sports Direct is known for having an autocratic management style. The business follows the ideas of Theory X by using performance-based pay plans and strict tracking systems. Employee health and happiness may suffer because of how much stress is put on meeting goals and how closely employees are watched. Google UK is a good example of Theory Y because it encourages new ideas and cares about its workers. In line with the idea that employees are naturally motivated and able to take the lead, Google's management style focuses on creating an environment that encourages teamwork, providing a range of benefits, and helping employees grow as pros (Szymkowiak et al., 2021). Theory Z is shown by the fact that Waitrose and John Lewis stores are both part of the John Lewis Partnership. Employees in this type of cooperative business have a say in big choices and get a cut of the income. The idea of long-term work and being involved in the community is similar to the ideas behind Theory Z. The John Lewis Partnership puts a lot of stress on having a strong company culture and keeping employees loyal. This leads to high levels of job happiness and engagement.
[bookmark: _Toc169818001]Influence on Culture
 	It is true for all three types of leadership that community rules and beliefs can have an effect on them. Being control-oriented and authoritarian is a sign of a society that accepts and even expects hierarchical systems, which is shown by a big power gap. Thought X can work better when workers are used to clear instructions and regular control (Nguyen Ngoc et al., 2022). Another way to look at it is that theory X might cause problems and unhappiness in cultures with a small power gap, like many Western countries, where workers value their independence and feedback from management. In addition, theory Y encourages employees to be engaged, take responsibility, and be self-motivated. It works best in cultures that value individuality and have little power differences. People who live in places like the US and many European countries are used to having some freedom and duty at work (Turbanti, 2023). The helpful and cooperative nature of Theory Y can boost happiness and creativity at work by appealing to employees' natural drives. 
 	Theory Z combines elements of unity, long-term work, and full employee growth. It comes from the way Japanese businesses are run. Japan and other societies that value trust, social cohesion, and stable jobs are good examples of how this idea works. In these cultures, making decisions as a group and reaching an agreement are very important. People who work in settings that value individualism might not want to accept Theory Z because they put their own needs ahead of the needs of the company (McCauley and Palus, 2021). Also, because Theory Z is long-term, it will not work with civilizations that value moving up in their careers and getting ahead.
[bookmark: _Toc169818002]Influence on Personal Differences
 	Differences in attitude, work interests, and professional goals can have a big effect on how well different leadership styles work. Theory X appeal to people who do best in organised settings where they know what to do. Individuals who are self-motivated to improve themselves and at ease with working alone will do well in Theory Y (Chima and Gutman, 2020). Furthermore, theory Y says that leadership works best when it creates an atmosphere where people feel free to share their thoughts and take the lead. If the employees enjoy being their own manager and are proud of their work, they can really like this way of managing (Solinger et al., 2020). It can be too much for people who are not good at taking charge of their lives to work in a Theory Y office. Likewise, Theory Z is for people who respect trust, stability, and getting along with others at work. Theory Z can work for people who like to make decisions with others and how stable their job is important to them. People who want to move up quickly in their jobs or who do better in a more open and adaptable work setting might not be the best fit for this method (Xu and Farris, 2024). People who are more likely to be aggressive or independent can also find it challenging to deal with the focus on group agreement and cohesion.
[bookmark: _Toc169818003]Part B: Discussion
In the view of Jamali et al., (2022), leadership is a core driver of organizational success by highly emphasizing employees' performance and motivating and encouraging them to accelerate their productivity. In contrast, another fact that effective leaders should know is that leadership actions require certain approaches depending on the environment or circumstances prevailing for the best outcomes to be achieved. Leadership styles can vary widely, but they are often categorized into several main types namely, autocratic, democratic, transformational, and transactional leadership styles. Consequently, the contingency theory of leadership posits that there is no universal superior leadership style and that leadership merely depends on the appropriate match of the leader with the organizational environment. On the other hand, this theory assumes that first, the leader evaluates their environment, and then they select the most appropriate power strategy to attain the established goals (Ardi et al., 2020). Contradictory, Situational Leadership Model argues that leaders should take into consideration the level of development of their subordinates and adopt a leadership style that corresponds to this level. Perhaps, leaders may need to be high in control and low in decisions with the low qualified and motivated followers, whereas high in consultation and low in control with the high qualified and motivated followers (Imhangbe et al., 2019).
Regarding Asgari et al., (2020), a new-generation technology-based organization that has a flexible structure and particularly adopted the culture of change through innovation as the strategy to enact change may require a democratic or even autocratic leadership style (Jamali et al., 2022). Subsequently, Baig et al., (2019), encourage employees to exercise their authority and creatively challenge current practices as well as ones to be adopted. In arguing, Donkor and Zhou, (2020), highly emphasize that Transactional leadership may be preferred in a crisis, for example when there is an economic recession or a PR scandal the leader needs to assert control and make decisions quickly. Consequently, concerning leadership styles, it is imperative to identify that the composition of the team also influences the nature of leadership that is the most effective for implementing change (Aboramadan and Dahleez, 2020).
Hence, a team of well-trained and experienced employees can be more effective in functioning under a low structure or no structure where they can independently apply their knowledge to work, in contrast to a team of inexperienced workers who may need someone to show them what to do and guide them. In the view of Suryaningtyas et al., (2019), a creative approach to enhancing performance may be best applied in challenging endeavors where creativity and problem-solving skills are pertinent or when applying transformational leadership, involving workforce creativity might be ideal. In Contrast, Musk himself articulated grand strategies within Tesla, including solving the problem of affordable EVs in everyday consumption and promoting sustainable energy solutions (Ichsan et al., 2021). In delivering vision within this adversity, he mobilized any employee to brace up and work for Tesla boldly which is one of the reasons the company never relented on innovation (Zawawi and Putrawan, 2019).
However, some crises again occurred in Tesla, where leadership was a major issue (Piwowar-Sulej and Iqbal, 2023). In contradiction, during production ramp-ups for Model 3, Tesla incurred major manufacturing problems and failed to adhere to schedule timeframes (Imhangbe et al., 2019). Specifically, some changes that happened during this period include when Musk started asserting autocratic power over Tesla and started making decisions regarding cutting and restructuring overbearing management and focusing on efficiency (Sandybayev, 2019). This down-to-earth and interventionist leadership style showed good containment in handling the crises, which placed Tesla on the right track in terms of production and reassuring shareholders (Supriadi et al., 2020).
In contrast, Steve Jobs the co-founder and former CEO of Apple Company has been acknowledged for charismatic and visionary leadership style of management (Ibrahim and Daniel, 2019). The leadership that Jobs possessed was transformational as well as autocratic, which catalyzed Apple into achieving success by focusing on innovation and aesthetic differentiation. Steve's obsessive-compulsive disorder defined Apple's polished aesthetics and typified great launches such as the iPhone, iPad, and MacBook. Additionally, Jobs' motivational and innovative leadership constantly challenged and transformed several industries to make Apple one of the most valued and significant companies in the world (Rehman et al., 2019).
In regarding Akparep et al., (2019), HSBC demonstrates transactional leadership because it focuses on achieving targeted organizational performance by implementing a performance management framework (Asgari et al., 2020). Consequently, this is a leadership style, which emphasizes goal orientation, interpersonal coordination, and systematic reward and punishment (Ibrahim and Daniel, 2019). In contrast, Transactional leaders at HSBC set standards to measure performance, often focusing on the timely and cost-effective completion of tasks. Regarding, the expectations of performance management, formal appraisal and feedback meetings ensure that the staff is in tune with the goals of the business. It helps to sustain high levels of quality, ensure that everyone is responsible, as well as achieve similar outcomes (Rehman et al., 2019). Overall, the use of transactional leadership at HSBC stresses compliance and consistency while providing an organizational structure that is conducive to the provision of the bank’s global financial services. 
In the view of Abasilim et al., (2019), Barclay’s transformational leadership achieves change and strategic vision by influencing the employees to gain a higher level of performance. In regarding, long long-term business planning and development Barclay concentrates on innovation and flexibility (Chammas and Hernandez, 2019). These management styles provide a clear and animated view of the future and the workforce helps them nurture it and implement progressive changes (Khan et al., 2020). Transformational leaders in Barclays inspire creativity and openness and this makes the employees to be able to take risks and be able to make efforts towards the achievement of the strategies of the bank (Alrowwad et al., 2020). This leadership fosters commitment, brings about change, and portrays Barclays as a progressive and strong bank for employees and customers in the financial sector (Alrowwad et al., 2020). 
However, Oyugi, and Gogo, (2019), Democratic leadership is very important at John Lewis Partnership through the adoption of business models that encourage employee ownership and participation in decision-making. This approach provides an opportunity for all the employees or "partners" to own the company and have a role to play in the organization (Aboramadan and Dahleez, 2020). Managers involve their subordinates in decision-making processes and welcome discussions on crucial issues and concerns, which instills a sense of ownership of responsibility (Chammas and Hernandez, 2019). Daily, weekly, monthly, annual, or any other type of meetings, questionnaires, suggestion boxes, and other feedback collection tools are used for this purpose to capture a wide and inclusive cross-section of the company’s viewpoints (Abasilim et al., 2019). In contrast, this leadership climate not only increases satisfaction and commitment levels but also achieves organizational goals by leveraging employee creativity and engagement, in line with the cultural imperatives of teamwork and accountability (Almaaitah et al., 2020).
[bookmark: _Toc169818004]Conclusion
This study was based on leadership and its style impact on organizational goals and success. Therefore, this study involves various leadership theories such as Theories X, Y, and Z which highly emphasize leadership roles, responsibilities, and other organizational departments are linked to enhance organizational productivity. This assessment includes a brief explanation related to the theory's positive and negative aspects that influence cultural, norms and values. However, this study also includes a few real-life examples of organizations namely, Tesla, Apple, John Lewis, Barclay, and HSBC. However, the findings reflect that the absence of Leadership may decrease the brand identity as well as employee satisfaction. Therefore, implementing different leadership styles namely, democratic, situational, and transactional leadership enhances employee performance and satisfaction with their job roles and responsibilities. Subsequently, this study was highly focused on the positive as well as negative leadership aspect which includes self-awareness, and building strong relations between employees and their sub-coordinates. However, working in a team enhances the removal of communication barriers which increases effective collaboration, and integrating brainstorming with a team enhances various ideas creation and accelerates their decision-making, negotiation, and conflict-resolving skills. 
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