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[bookmark: _Toc1977552252]Introduction

For many decades, scholars have passionately debated the similarities and differences between leaders and managers. Swanwick (2019) defines leadership as the process of influencing others within a group context to achieve a common goal, highlighting its relational and goal-oriented nature and emphasizing team dynamics and collective success.
In contrast, recent literature has begun to clearly distinguish between the roles of leaders and managers. Swanwick (2019, p.99) describes management as being primarily focused on the present and immediate operational environment. Management involves core tasks such as planning, allocating resources, coordinating work, monitoring output, and taking responsibility for the entire process. 
Kolodziejczyk (2015) underscores the importance of planning in management, particularly for short- and mid-term goals that align with an organization's specific objectives. This comparison reveals that while leadership is about guiding and inspiring teams towards a shared vision, management is centred on executing practical tasks. Northouse 
Academic approaches to leadership include trait, behavioural, situational, and transformational theories. Conger and Kanungo (1987) note that trait theory, originating from Stogdill's Handbook of Leadership (1981), focuses on the inherent characteristics of leaders. Stogdill identified key traits such as intelligence, self-confidence, and determination that effective leaders often possess. 
Behavioural theory, introduced by the Ohio State Studies (1940s-1950s), examines specific actions and behaviours of leaders, categorizing them into two dimensions: initiating structure (task-oriented) and consideration (relationship-oriented).
Situational theory, based on Hersey and Blanchard's Situational Leadership Model (1969), proposes that leaders adjust their style—directive or supportive—based on the maturity and competence of followers, suggesting that leadership effectiveness depends on context and circumstances.
Transformational theory, introduced by Burns (1978), highlights leaders who inspire and motivate followers through vision, charisma, and individualized consideration, with figures like Nelson Mandela exemplifying this approach. Additionally, leadership can be analysed through task vs. relationship orientation, where task-oriented leaders focus on achieving goals and objectives, while relationship-oriented leaders prioritize building formidable team dynamics and interpersonal relationships.
This report aims to provide a detailed examination of Theories X, Y, and Z, which outline different leadership and management styles. Originating from Douglas McGregor's seminal work in 1960, Theories X and Y present contrasting views on workforce motivation and management. Theory X suggests a controlling, authoritative approach based on the assumption that employees inherently dislike work and require strict supervision (Braha, 2018; Markwell, 2004; Sahin, 2012). In contrast, Theory Y promotes a more participative style, assuming that employees are self-motivated and thrive on responsibility. Expanding on Theories X and Y, William Ouchi's Theory Z incorporates elements of Japanese management practices, emphasizing long-term employment, collective decision-making, and holistic employee development.
Furthermore, this report critically analyses the assertion that “A leader does not have to apply one style for all situations. The situation may determine the leadership style,” supported by organizational examples explored within researching leadership management styles such as Theories X, Y, and Z. By comprehending these theories and the situational adaptability of leadership styles, organizations can more effectively manage the complexities of workforce dynamics and refine their leadership strategies to boost productivity and employee satisfaction.
[bookmark: _Toc1505886973]Management Theories

Theories X, Y, and Z are models that describe various leadership and management styles, highlighting different approaches to workforce development, motivation, and management. Douglas McGregor introduced Theory X and Theory Y in a speech in around 1957 and later published it in his 1960 book, "The Human Side of Enterprise." (Braha, 2018; McGregor, 2000). The fundamental premise of these theories is straightforward: McGregor posited that underlying every managerial decision or action are certain assumptions about human nature and behaviour. Consequently, Theory X and Theory Y illustrate scientific management approaches shaped by the assumptions managers hold about their subordinates, thereby influencing their overall management style. Theory Z is a management philosophy popularized by William Ouchi in the early 1980s. It represents a hybrid approach, combining the best aspects of traditional Theory X and Theory Y management practices. Theory Z emphasizes long-term employment, collective decision-making, and a focus on the well-being of employees both inside and outside the workplace. 
Theory X is predicated on a pessimistic view of human nature. According to McGregor (2000), Theory X assumes that employees are inherently lazy, lack ambition, and prefer to avoid responsibility (Braha, 2018; Markwell, 2004; Sahin, 2012). Theory X was developed to highlight the shortcomings of traditional autocratic management practices and to stimulate thinking about alternative approaches to managing people. This view suggests that workers must be closely supervised and controlled through coercion, threats, and punishment to achieve organizational goals. Managers who adopt Theory X tend to implement strict rules, detailed instructions, and tight controls to ensure compliance and productivity (McGregor, 2000). This approach is often associated with authoritarian leadership styles, where the emphasis is on task completion rather than employee well-being.

Theory Y, in contrast, offers a more optimistic view of human nature. Theory Y was intended to challenge the prevailing assumptions of Theory X and promote a more humanistic and effective approach to management. McGregor proposed that employees are self-motivated, enjoy their work, and seek out responsibility under the right conditions. Theory Y assumes that, given the opportunity, people will take initiative, be creative, and contribute meaningfully to the organization. Managers who subscribe to Theory Y believe in fostering a supportive work environment, providing opportunities for personal and professional growth, and encouraging participative decision-making (Braha, 2018; McGregor, 2000). This approach aligns with democratic leadership styles, emphasizing trust, collaboration, and empowerment.

Theory Z is a management philosophy popularized by William Ouchi in the early 1980s. Ouchi developed Theory Z in response to the success of Japanese companies, which were outperforming their American counterparts by fostering strong organizational cultures and long-term employment relationships. It represents a hybrid approach, combining the best aspects of traditional Theory X and Theory Y management practices. Theory Z emphasizes long-term employment, collective decision-making, and a focus on the well-being of employees both inside and outside the workplace (Ouchi, 1981). It integrates American management principles with Japanese work culture, promoting a holistic view of the organization where employee loyalty, job security, and strong company culture are paramount.

Theories X, Y, and Z have significantly influenced management practices and organizational development. Theory X is often used in environments requiring strict control and oversight, such as manufacturing or military settings. Theory Y has shaped modern management practices by promoting employee engagement, collaboration, and innovation. Theory Z has been adopted by companies seeking to build strong organizational cultures and long-term employee relationships, balancing efficiency with employee satisfaction (Markwell, 2004; Sahin, 2012; Ouchi, 1981). This approach emphasizes a comprehensive view of employee well-being, incorporating practices that promote job security, collective decision-making, and personal development. Companies adopting Theory Z management benefit from a stable and motivated workforce by fostering a sense of loyalty and belonging among employees. Theory Z leaders understand the importance of investing in their employees' long-term growth and satisfaction, enabling sustained performance and adaptability in a rapidly changing market.

Theories X, Y, and Z offer distinct perspectives on management and leadership, yet they share some similarities and exhibit notable differences. Theory X and Theory Y are fundamentally opposed in their assumptions about human nature. Theory X views employees as inherently unmotivated and in need of control, while Theory Y sees them as self-motivated and capable of self-direction. This dichotomy highlights the different approaches to task and relationship focus on management (McGregor, 2000). Theory X emphasizes task completion and efficiency, often at the expense of employee satisfaction, whereas Theory Y focuses on relationship building, trust, and empowerment, fostering a more engaged and innovative workforce (Braha, 2018; Markwell, 2004; Sahin, 2012).

Theory Z builds on the foundations of Theories X and Y but adds a cultural dimension, combining American and Japanese management practices. Like Theory Y, Theory Z emphasizes trust, collaboration, and employee well-being but extends this to include long-term employment and holistic care for employees' professional and personal lives. Theory Z's approach aligns closely with relationship-oriented leadership, aiming to create a strong organizational culture and high employee loyalty (Ouchi, 1981). This cultural integration makes Theory Z particularly relevant in diverse and multinational work environments.

While Theories X and Y focus primarily on the managerial assumptions and behaviours within an organization, Theory Z incorporates broader cultural and social elements. This makes Theory Z more comprehensive in addressing the needs and motivations of employees in a globalized economy. However, Theory Z’s reliance on long-term employment and strong company culture may not be feasible for all businesses, especially smaller ones with limited resources and higher turnover rates (Northouse, 2021; Ouchi, 1989; Saleem, A. et al. 2021).



[bookmark: _Toc111440003]Practical Examples in Small Businesses

Drawing on the research of Braha (2018) in "Larry Page: From X to Y," this section of the report illustrates practical examples of Theories X, Y, and Z as applied by the CEO of Google. Initially, the leadership at Google adopted a Theory X approach, characterized by strict oversight and rigid performance metrics to ensure productivity. According to Braha (2018), employees felt Larry Page always had the last word despite not managing closely. This management style led to short-term gains in task completion; however, it also resulted in high employee turnover and low morale, demonstrating a task-oriented leadership style that prioritizes efficiency over employee engagement.
 In response to the issues of low employee retention and satisfaction within the organization, Page transitioned to a Theory Y approach. This shift involved fostering a collaborative work environment and encouraging employee input in decision-making processes. The new management style emphasized trust and autonomy, aligning with McGregor’s Theory Y principles that suggest employees are self-motivated and seek responsibility when given the right conditions (McGregor, 2000).
 This change led to significant improvements in job satisfaction, creativity, and innovation, as employees felt more trusted and empowered to take initiative. The collaborative environment fostered by Theory Y allowed employees to share ideas more freely, leading to more innovative solutions and a stronger sense of ownership over their work. However, as Northouse (2021) notes, the transition from Theory X to Theory Y requires substantial investment in training and development to equip managers with the skills necessary to adopt a more democratic, relationship-based leadership style. Managers needed to learn how to delegate effectively, encourage participation, and provide constructive feedback, which required time and resources. 
Recognizing the benefits of both approaches, Google then integrated Theory Z principles by focusing on long-term employment and holistic employee well-being. Theory Z, as described by Ouchi (1981), combines aspects of both Theory X and Theory Y but places a greater emphasis on employee loyalty and long-term engagement. At Google, this was manifested through the introduction of flexible working hours, professional development programs, and wellness initiatives aimed at supporting employees both professionally and personally.
[bookmark: _Toc969191882]Evaluation of leadership theory.
When considering culture and personal differences, Theory Y and Theory Z are particularly noteworthy due to their adaptability and emphasis on employee well-being and inclusion. Theory Y's flexibility and focus on employee empowerment make it suitable for a diverse and dynamic workforce. It encourages innovation and values the input of employees, leading to increased job satisfaction and motivation (Markwell, 2004; McGregor, 2000). This approach is especially effective in managing multicultural and multigenerational workforces, where diverse perspectives are valued.
 
Theory Z, on the other hand, provides a balanced approach that fosters long-term commitment and a supportive organizational culture. This can be especially beneficial for maintaining a stable and inclusive work environment. Theory Z emphasizes long-term employment, collective decision-making, and employee well-being both inside and outside the workplace. This approach promotes loyalty and productivity by creating a work environment that respects and leverages cultural and personal differences, fostering an inclusive and productive organizational culture.
 
Despite its drawbacks, Theory X has strengths that make it indispensable in certain contexts. It is particularly effective in industries that require repetitive and routine tasks to be performed efficiently. By providing clear instructions and goal-oriented leadership, Theory X can significantly boost productivity (Braha, 2018; McGregor, 2000). However, the disadvantages of this approach are significant. The lack of employee motivation and morale often leads to high turnover rates. The rigid structure of Theory X can also stifle creativity and innovation, making it less suitable for dynamic and evolving industries.
 
Theory Y, with its emphasis on innovation and employee input, fosters a collaborative and engaging work environment. This approach leads to higher job satisfaction and motivation, making it increasingly popular in the management of diverse workforces. However, Theory Y also presents challenges. The emphasis on employee autonomy and empowerment can sometimes lead to unclear structures and responsibilities within the workforce. Managers must balance the need for flexibility with the necessity of maintaining clear roles and expectations to avoid confusion and inefficiency.
Theory X is effective for ensuring efficiency in routine tasks but can negatively impact employee morale and retention. Theory Y promotes a more innovative and satisfying work environment but can result in ambiguity regarding roles and responsibilities. Theory Z offers a comprehensive approach that enhances loyalty and well-being but requires significant resource investment. For modern organizations, especially those with diverse and dynamic workforces, the adaptability and inclusive focus of Theories Y and Z make them particularly valuable. These theories help create work environments that respect cultural and personal differences, fostering a more inclusive and productive organizational culture.

[bookmark: _Toc107697602]Situation or contingency leadership
When considering leadership, many contingency theories provide various approaches to leading teams. Transformational leadership, for instance, motivates and inspires followers by setting elevated expectations through motivational words and concise, clear conversations (Syabanasyah, Rachmawati, and Hartono, 2023; Northouse, 2021). This style is particularly effective during times of organizational change, innovation, or when a team needs to unite under a common vision due to its versatility and capacity for fostering creativity.
In contrast, Fiedler's Least Preferred Coworker (LPC) approach, developed in 1967, evaluates leadership style based on a leader's attitude towards their least preferred coworker (Rice, 1978). High LPC scores indicate a relationship-oriented leader, while low scores suggest a task-oriented leader. LPC is praised for its capacity to respond effectively and promptly to high-stress situations. This method helps identify the most appropriate leadership styles for different circumstances.
Turbulent situations require different solutions compared to more stable organizations. Research into contingency theories reveals that there is no one-size-fits-all solution. According to Saleem et al. (2021), Robert House's path-goal theory, identified in 1971, suggests that leaders should adjust their behaviour based on employees' needs and the work environment to achieve goals. Leaders can adopt unique styles; directive, supportive, participative, or achievement-oriented, depending on the specific situation.
[bookmark: _Toc69185963]Current Issues impacting UK business
Over the past decade, the UK has faced numerous challenges, leading to increased inflation and the closure of many businesses. As Küçük, Lenoël, and Macqueen (2021) observed, businesses have struggled due to factors such as COVID-19, Brexit, and the energy and cost-of-living crisis. Many organizations have found it difficult to navigate these challenges, with leadership styles coming under scrutiny due to the widespread shortcomings of businesses following the COVID-19 pandemic.

The COVID-19 pandemic has profoundly impacted businesses worldwide, with the UK experiencing widespread disruptions across various sectors. Lockdowns and social distancing measures forced many companies to close temporarily or run at reduced capacity, resulting in significant revenue losses and increased unemployment rates. Personal relationships suffered due to necessary social distancing, causing many organizations to lose touch with Theory Y and Theory Z leadership styles. Many UK businesses struggled to navigate these unprecedented challenges. According to Clark (2024), "Almost one-quarter of all businesses have temporarily closed or paused trading due to the COVID-19 pandemic in the United Kingdom as of April 2020." This led to substantial unemployment within the UK, contributing to increased debts and high inflation rates.
 
With the covid 19 pandemic came mandatory lockdown of non-essential workers in the UK and other countries around the world. To maintain a functioning company, organizations had to transition to remote work, many companies had to undergo a rapid digital transformation. As quoted by Lallie, et al. (2021, p.2) “As COVID-19 spread across the globe, it also led to a secondary significant threat to a technology-driven society”. This shift required significant investment in technology to support online operations and communication (BBC News, 2021). Companies had to operate online, with secure and accessible software which was accessible for both employees and consumers. Sectors such as travel, hospitality, and retail were severely impacted, with smaller businesses feeling the hardest impact.

As technological advancements became a primary focus, online security emerged as a significant concern. The COVID-19 pandemic triggered a substantial rise in cyber-attacks, which threaten data security and can severely affect an organization’s operational performance. With many businesses transitioning to remote work and increasing their online presence, cybercriminals have capitalized on vulnerabilities within these systems. According to Lallie et al. (2021), cyber-attacks increasingly rely on innovative techniques to fraudulently obtain data from vulnerable individuals, often exploiting social issues to target victims. These attacks can range from phishing frauds and ransomware to sophisticated breaches of company databases, resulting in the theft of sensitive information. The increased frequency and sophistication of these attacks have made it imperative for organizations to invest in robust cybersecurity measures. Failing to do so can leadux7 to significant financial losses, reputational damage, and legal repercussions, making cybersecurity a top priority in the current digital landscape.

[bookmark: _Toc274984935]Situational or contingency leadership?
Situational or contingency leadership theories, which emphasize the importance of adapting leadership styles to the specific needs of the situation and team, demonstrate their value in small UK businesses, such as BrewDog. These theories, including Hersey and Blanchard's Situational Leadership Theory and Fiedler's Contingency Model, suggest that there is no single best way to lead. Instead, effective leadership depends on factors such as the task at hand, the maturity and competence of team members, and the organizational environment.
 
BrewDog's co-founders, James Watt, and Martin Dickie, exemplify this adaptive leadership approach and share their story on https://www.brewdog.com/uk/history. During the startup phase, when clear direction and close supervision were essential, they employed a hands-on, directive leadership style to establish the company's vision and operations. As BrewDog grew and the team developed greater expertise, Watt and Dickie transitioned to a more delegative style, allowing employees to take on more responsibility and make decisions independently. This shift is in line with Hersey and Blanchard's theory, which posits that leaders should move from a directive to a supportive or delegative style as team members' competence and commitment increase.
 
Additionally, Fiedler's Contingency Model, which argues that the effectiveness of a leader is contingent on how well the leader's style matches the situation, is evident in BrewDog's approach. The co-founders adjusted their leadership style based on situational variables such as the complexity of the task, the organizational climate, and the level of support from team members. By doing so, they navigated rapid growth within the market. Another benefit of leading with these styles is navigating through problematic environmental issues, such as the COVID-19 pandemic.
 
During the Covid-19 pandemic, many SMEs closed for many reasons. BrewDog used innovative techniques to continue production being creative and deciding to take advantage of the potential goldmine of producing hand sanitiser. This demonstrates successful leadership and innovation to keep up with changing demands.

[bookmark: _Toc1811916445]Conclusion
In conclusion, the debate over the similarities and differences between leaders and managers continues to shape our understanding of organizational dynamics. Leadership, as defined by Swanwick (2019), emphasizes influencing others to achieve collective goals, highlighting its relational and goal-oriented nature. In contrast, management focuses on the present operational environment, involving tasks such as planning, resource allocation, coordination, and monitoring, as outlined by Swanwick (2019). The distinction between these roles is crucial, with leadership guiding and inspiring teams towards a shared vision, while management ensures the execution of practical tasks.
Leadership theories, including trait, behavioural, situational, and transformational approaches, provide diverse frameworks for understanding effective leadership. 
 
Theories X, Y, and Z exemplify various leadership and management styles. McGregor's Theory X and Theory Y offer opposing perspectives on workforce motivation and management: Theory X supports a controlling approach, while Theory Y encourages participative leadership. Ouchi's Theory Z blends aspects of Japanese management practices, focusing on long-term employment and collective decision-making. Google's application of Theories X, Y, and Z highlights both the practical benefits and limitations of these approaches on organizational efficiency.
 
Situational or contingency leadership theories underscore the importance of adapting leadership styles to specific contexts, as demonstrated by BrewDog's co-founders. James Watt and Martin Dickie navigated rapid growth by shifting from directive to delegate leadership, aligning with Hersey and Blanchard's theory. Their approach also reflects Fiedler's Contingency Model, which matches leadership style to situational variables. BrewDog's ability to innovate during the COVID-19 pandemic, such as producing hand sanitiser, further exemplifies the effectiveness of adaptive leadership in small UK businesses. Understanding and applying these diverse leadership theories enables organizations to manage workforce dynamics effectively, fostering productivity and employee satisfaction.
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[bookmark: _Toc775391109]Introduction
[bookmark: _Int_bIfuU9YC]Over the past ten weeks, a comprehensive investigation of leadership and management concepts has been researched, resulting in a profound knowledge of various theories and functional applications. Throughout this period, various leadership questionnaires have been used to identify individual traits in leadership theory. These assessments have been instrumental in emphasising strengths and regions for advancement, allowing for targeted expansion of lower-scoring leadership styles. By focusing on these areas, there has been considerable improvement in becoming a more effective leader. This structured approach has not only enhanced academic knowledge but also supplied functional tools to apply these concepts in real-world scenarios.
 
The Gibbs Reflective Cycle delivers a framework for this reflection by conducting the analysis through six stages: description, feelings, evaluation, analysis, conclusion, and action plan (Potter, 2015). Initially, the cycle facilitated a thorough illustration and emotive reflection on the process of learning leadership theories, from understanding the fundamental differences between leadership and management to exploring the nuances of various leadership styles. Evaluating the experience using the Gibbs Cycle helped identify places where theoretical knowledge significantly enhanced functional leadership skills, such as enhancing democratic leadership approaches and balancing task-oriented and relationship-oriented styles.
The analysis phase promoted a deeper understanding of how different leadership theories, such as the 7A’s, Trait Theory, and Contingency Theories, could be applied to real-world situations. Concluding this reflection, the Gibbs Cycle highlighted the importance of continuous learning and adaptation in leadership. The action plan stage recapitulated specific steps for further development, such as improving conflict management skills, understanding generational distinctions, and elevating workplace equality.

[bookmark: _Toc1215729551]Description

[bookmark: _Int_ixXpaqI0]Over the past ten weeks, a comprehensive exploration of leadership and management concepts has been undertaken, resulting in a deep understanding of various theories and practical applications. Throughout this period, various leadership questionnaires have been used to identify personal traits in leadership theory. These assessments have been instrumental in highlighting strengths and areas for improvement, allowing for targeted development of lower-scoring leadership styles. By focusing on these areas, there has been noteworthy progress in becoming a more effective leader. This structured approach has not only enhanced theoretical knowledge but also provided practical tools to apply these concepts in real-world scenarios. 

 
In Weeks 1-3, the fundamental distinctions between leadership and management were explored, along with an introduction to leadership theories and approaches such as the 7A’s. The focus was on understanding the traits, behaviours, and abilities that define effective leadership. The six key traits of effective leaders—intelligence, confidence, charisma, determination, sociability, and integrity—were analysed, underscoring their crucial role in leadership success. Insights were gained into leadership styles by contrasting theories X, Y, and Z and exploring the nuances of authoritarian, democratic, and laissez-faire leadership. This comparison highlighted the impact of different leadership styles on organizational dynamics and employee engagement.
 
Week 4-6 delved into the balance between task-oriented and relationship-oriented leadership, illustrating how effective leaders must navigate and integrate these dimensions to achieve organizational goals. Three categories of leadership skills were identified and explored: administrative, interpersonal, and conceptual. This week underscored the importance of a well-rounded skill set in addressing diverse leadership challenges. UK-based examples were studied, providing practical insights and real-world applications of the theories discussed. This collaborative approach enriched the learning experience, offering diverse perspectives on leadership practices.
 
In Week 7-10, the evolution of leadership theory was explored, tracing the development from the Great Man Theory to Trait Leadership Theory, Behavioral Theory, Contingency Theories, Transactional Leadership Theory, and Transformational Theory. This historical overview highlighted the progression and refinement of leadership concepts over time. Finally, focusing on examining ethical leadership, emphasizing the importance of integrity, ethical decision-making, and the moral responsibilities of leaders. This comprehensive program has provided a robust foundation in leadership and management theories, equipping participants with the knowledge and skills necessary to excel in various leadership roles.

[bookmark: _Toc1804458919]Feelings

During the ten weeks of learning, my feelings were a mix of interest, excitement, and occasional stress. Learning new leadership theories was incredibly fascinating, with an abundance of literature providing various theoretical applications that made the process smooth and engaging. However, drafting parts A and B of the assignment felt daunting due to personal issues, making it challenging to balance university attendance and working from home. To manage part A, I used a highlighting system to organize citations and notes, which aided in the assignment writing process. Part B, however, was significantly harder and more stressful. My absence from university exacerbated the difficulty, leading to the added pressure of catching up in time to complete the assignment.

Researching theories X, Y, and Z was occasionally overwhelming due to the vast range of scholarly articles both supporting and opposing various aspects of these theories. One frustration during the assignment was finding a small enterprise within the UK for comparison, to overcome this challenge the usage of Google identified a small company with a timeline to surpass this obstacle. Despite these challenges, my overall feelings towards learning the theories were characterized by interest and excitement, driven by a desire to acquire new knowledge that would be useful in the workplace.

[bookmark: _Toc309035119]Evaluation 


Reflecting on past leadership experiences, I have encountered both failures and successes shaped by theories X, Y, and Z, as well as situational and contingency theories. One failure occurred when I applied a Theory X approach, micromanaging a team, which led to decreased morale and productivity when demonstrating this leadership style, the goal was not met effectively. Conversely, a success emerged when I adopted a Theory Y perspective, empowering group members and fostering a collaborative environment, resulting in higher engagement and innovation. Utilizing situational and contingency theories, I tailored my leadership style to the context, which proved effective in navigating complex projects and enhancing team performance by adapting to varying circumstances and individual needs within a group setting.

Evaluating quiz responses on leadership revealed insights into personal leadership styles. The leadership styles quiz identified democratic leadership as my dominant style, scoring 26 in the ‘very high’ range. The conceptualizing leadership questionnaire highlighted trait and skill emphasis as my strongest areas, while relationship emphasis scored the least. The ethical leadership questionnaire showed duty ethics as my highest score, indicating a strong dedication to fulfilling moral obligations. In the task vs. relationship questionnaire, I scored 46 in task and 43 in relationship, demonstrating a high range in both areas. These results provide a comprehensive understanding of my leadership strengths and areas for development.

[bookmark: _Toc468222234]Analysis 

Throughout studying leadership theories, several key concepts and strategies have appeared that I plan to incorporate into my workplace practices. These theories have not only developed my understanding of effective leadership but also provided practical tools to enhance my leadership capabilities. Here are the aspects of leadership theories I will take forward and examples of how they will influence my future actions in the workplace:
1. Embracing a Democratic Leadership Style: The leadership styles quiz determined democratic leadership as my dominant style, and I plan to leverage this strength by promoting a more inclusive decision-making process. In future team meetings, I will vigorously seek input from all members, encouraging a diverse range of perspectives. For instance, when creating a new project plan, I will ensure that every team member has a voice in the initial brainstorming sessions. This approach can lead to more innovative resolutions and a greater sense of ownership among team members, increasing morale and productivity.
2. Enhancing Trait and Skill Emphasis: The conceptualizing leadership questionnaire highlighted my strengths in traits and skills. I plan to build on these strengths by continuing to extend my competencies in these areas. For example, I will focus on enhancing my communication and strategic reflection skills through targeted training and practice. In handling customer negotiations, I will apply these skills to articulate our value proposition more effectively and to foresee potential challenges, ensuring smoother and more prosperous outcomes.
3. Fostering Ethical Leadership: The ethical leadership questionnaire identified duty ethics as a high-scoring area for me, indicating a strong dedication to fulfilling moral commitments. Moving forward, I will highlight ethical decision-making in my leadership approach. In situations where there is a conflict of interest, I will prioritize transparency and fairness. For instance, if tasked with allocating resources among departments, I will ensure that decisions are made based on merit and necessity, rather than favouritism or external coercion.
4. Balancing Task and Relationship Orientation: The task vs. relationship questionnaire demonstrated a high range in both areas, suggesting that I have the capacity to balance task-oriented and relationship-oriented leadership. In future projects, I will apply this balanced method by establishing clear objectives and deadlines (task-oriented) while also supporting investing time in building robust interpersonal relationships within the team (relationship-oriented). For instance, during a high-stakes project, I will schedule frequent check-ins to manage any concerns and provide support, assuring that team members feel appreciated and encouraged.
5. Adapting to Situational and Contingency Theories: Understanding situational and contingency theories has emphasised the significance of flexibility in leadership. I will apply these theories by evaluating each situation and adjusting my leadership style accordingly. For instance, in a crisis scenario, I may adopt a more directive method to supply clear guidance and quick decision-making. Conversely, during courses of stability, I will lean towards a more participative style to foster team collaboration and innovation.

[bookmark: _Toc217182723]Action plan 

There are several elements of leadership I would appreciate learning more about, including conflict management, dealing with Millennials and Gen Z, and advancing equality in the workplace.
 
Firstly, conflict management is a critical skill for any leader. Adequate conflict solutions can prevent insignificant contentions from escalating and ensure that team members feel listened to and respected. Comprehending different conflict management styles and strategies can help me navigate conflicts more effectively, promoting more harmonious and productive work circumstances.
 
Secondly, I am keen to understand more about leading Millennials and Gen Z employees. These generations obtain unique perspectives, values, and expectations to the workplace. Comprehending their motivations and communication styles is paramount for encouraging engagement and retention. Millennials and Gen Z often prioritize work-life balance, career development, and social responsibility. By learning how to meet these expectations, I can create a more inclusive and appealing work environment that maximizes their potential.
 
Lastly, fostering equality in the workplace is a fundamental element of contemporary leadership that I am eager to explore further. This includes understanding and managing issues associated to gender, race, and other forms of diversity. Effective leaders must endorse inclusivity and ensure that all employees retain equivalent opportunities for growth and advancement. Learning more about unconscious bias, diversity and inclusion strategies, and equitable procedures can help me create a more equitable and supportive work culture.

[bookmark: _Toc1396614604]Conclusion 

In conclusion, the past ten weeks of studying leadership and management concepts have been both illuminating and transformative. Utilizing diverse leadership questionnaires supplied a clear identification of individual strengths and areas needing improvement. The structured reflection through the Gibbs Reflective Cycle has been invaluable, guiding a detailed analysis and understanding of the learning process. This approach facilitated not only a theoretical grasp of diverse leadership styles and theories but also their practical application in real-world scenarios.
 
Key understandings included the significance of democratic leadership, the balance between task-oriented and relationship-oriented approaches, and the critical role of ethical leadership. These insights were instrumental in developing strategies to enhance personal leadership effectiveness. Reflecting on past experiences using theories X, Y, and Z, as well as situational and contingency theories, highlighted both successes and areas for improvement.
 
Looking forward, an action plan focused on improving conflict management, understanding generational differences, and encouraging equality in the workplace will be executed. These steps are paramount for cultivating a more inclusive and productive work environment. Overall, this structured and reflective learning journey has supplied me with the mechanisms and insights necessary for continuous personal and professional development, ensuring effective leadership in diverse and dynamic workplace settings.
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