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This report provides an in-depth analysis of three leadership theories: Theories X, Y, and Z. Leadership theories are designed to define how best leadership can be exercised and applied in managing teams and organisations. Theory X, Theory Y, and Theory Z are well-known frameworks that offer different viewpoints on how leaders view and engage their employees. 
Theory X proposes that employees do not like to work hard and missing ambition, therefore need close supervision and external rewards in order to successfully complete tasks.
Theory Y challenges the assumption that employees need to be directed, this approach suggests that employees are self-motivated. On the other hand, they will still need support from management to succeed.
Theory Z compromises between the other two leadership perspectives by considering the cultural context and taking into account the employees’ personal preferences and values to achieve employee happiness and loyalty.
While these theories provide meaningful views of reality, their usage depends on situational factors. 
Additionally, in the appendix of this report, various theoretical approaches including trait, behavioural, situational, and transformational theories will be explored. Furthermore, this section will discuss the distinction between task-oriented and relationship-oriented leadership styles in leadership field. Task-oriented leadership prioritises achieving specific objectives and performance outcomes, while relationship-oriented leadership focuses on fostering positive interpersonal relationships and team cohesion.
Furthermore, in the appendix of this work the approaches to leadership of the Florette Salad Company are analysed and explained. The challenges of the damage to their infrastructure and transportation network caused by Storm Noa will be examined. Managers had to adopt an authoritative leadership style with certain employees and the business responsible for carrying out the facility repair work. This highlights that leadership styles can be applied selectively. Effective leaders are aware of the changes in their organisation's circumstances and adjust their strategies based on their team's strengths. Wise leaders comprehend the various leadership styles and deploy them accordingly depending on their organisation's situation.


[bookmark: _Toc161506845][bookmark: _Toc162039846][bookmark: _Toc162039924]Management and leadership 
Management is the process that involves organising, planning, controlling, and coordinating resources to accomplish specific goals. Managers focus on efficiently utilising resources, while leaders motivate and inspire others towards common goals. 
According to the article The Differences Between Management And Leadership (Wajdi, M. B. N, 2017), leadership involves influencing others, motivating action, and creating passion around a shared vision. Leaders possess characteristic traits and skills such as integrity, vision, determination, and communication ability.
Human resource management handles essential tasks such as hiring, orientation, and maintaining a safe workplace to ensure staff satisfaction and productivity. It involves screening and selecting qualified candidates, helping employees adapt, and fostering positive relationships. Additionally, HR facilitates training and development programs to enhance employee skills and knowledge. Empower employees to make decisions and suggest improvements in their areas of expertise. (Yarberry, S. et al. 2021). 
To be more specific, management involves administrative tasks like organising resources, interpersonal skills for effective communication, and conceptual understanding for planning.
Leadership, on the other hand, inspires and motivates through a shared vision. Human resource management combines these elements to hire, train, and maintain a productive workforce. Both management and leadership play crucial roles, as seen in theories like Theory X and Theory Y, which explore different perspectives on work and behaviour. To illustrate the importance of possessing all elements and become a docent leader we can look at the picture below (University of Wales Trinity Saint David).
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Table 3. Model of Primary Leadership Skills
[bookmark: _Toc161506846][bookmark: _Toc162039847][bookmark: _Toc162039925]Explanation of Theory X, Y, Z
Douglas McGregor suggested Theory X and Theory Y in the 1960s, while Theory Z, as an expansion of McGregor's theories, was proposed by William Ouchi in 1981. According to these theories, managers and workers have different perceptions of work and employee behaviour. 
According to the University of Wales Trinity Saint David (UWTSD), leadership is the process of influencing an organisation or group within an organisation, in its effort towards achieving an aim or goal. Despite the importance of leadership training is crucial, lots of companies find it hard to create good programs. (University of Wales Trinity Saint David).
According to Michael Boyles who analysed Zippia’s statistics, the reports bring that even though 83 percent of businesses know it is important to grow leaders at all levels, only five percent do it well. Therefore, to become a good leader, it is crucial to learn the basics of leading a group, understand why it matters and put effort into getting better at leading thus making a real difference in the company.
[bookmark: _Toc161506847][bookmark: _Toc162039848][bookmark: _Toc162039926]Theory X
Theory X originates from a belief in a pessimistic approach to human nature and work ethics. Theory X superiors may assume that if they stop monitoring their subordinates’ work activities, their subordinates will take advantage of the situation by reducing the rate at which they work or by stopping their work altogether. Theory X superiors, therefore, may distrust their subordinates, and, as a consequence, exhibit an anxious watchfulness or hypervigilance around them. (Sager K. L. 2008). 
This view holds that workers would choose security and certainty over responsibility. Thus, they prefer to be under the guidance of their managers. Theory X in leadership is the controlling approach that drives productivity and ensures compliance with company policies and procedures.
Managers who follow Theory X, view themselves as authority figures who identify bad performance and lack of motivation in the employees. They set measurements that are clear through close supervision and give rewards or punishments based on the condition if the targets and efficiency are achieved or not. 
This form of autocratic rule might bring a quick effect on employees’ performance and efficiency, however, it may make the work environment tense, making leaders and employees losing trust in each other. Employees can feel less freedom in carrying out their work tasks, which can result in losing their job satisfaction and affect their mental health in a long term. Overall, Theory X outlines a centralised and compliance-based leadership that does not take into account the active employee's skills and abilities.
[bookmark: _Toc161506848][bookmark: _Toc162039849][bookmark: _Toc162039927]Theory Y
In contrast to Theory X, Theory Y is based on the optimistic view of human nature as it values the quality of the work environment. This theory assumes that employees are motivated to work hard and the source of motivation is not the pay check at the end of the month. At the foundation of McGregor's Theory Y are the assumptions that employees are not inherently lazy, capable of self-direction and self-control, and capable of providing important ideas/suggestions that will improve organizational effectiveness. (Kopelman, R. E. et al. 2008)
Their motivation is coming from having a chance to grow their skills and creativity at work. This theory is based on the viewpoint of workers who already feel connected to the organisation's goals are keen to develop new ideas to solve problems.
Instead of oppression, Theory Y promotes democratic leadership where managers act as facilitators to achieve maximum involvement of employees and encourage employee self-motivation without limits. This involves engaging employees on taking part of decision making, maintaining open communication, and allocating tasks based on the employees’ skills and abilities. Workers are viewed as partners who are shaping the operation and future of the business.
Organisation theory studies reveal that the autonomy of employees, the unique professional skills, and the highest contribution of specialists can be designated as the key features of Theory Y. When well executed, this humanist ideology significantly improves the organisation's work culture to ensure staff satisfaction, idea generation, and commitment to top performance. The end result is improved creativity, productivity, and adaptation because of the employees being motivated.
Theory Y is certainly connected to Maslow's hierarchy which suggests that people have basic needs like food and safety, but also higher needs like personal growth. Psychologist Abraham Maslow (1943, 1954) stated that human motivation is based on people seeking fulfilment and change through personal growth. Self-actualized people are those who are fulfilled and doing all they are capable of. (Mcleod, S. 2024) Life events can cause people to move up and down this hierarchy. This idea connects with Theory Y directly which says employees are motivated by more than just money—they want opportunities to grow and develop at work. Both theories highlight the importance of meeting workers higher needs for motivation and fulfilment.
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Table1, Maslow’s Hierarchy Of Needs Simply psychology  https://www.simplypsychology.org/maslow.html
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According to the article of Comparative Analysis of Theory X, Theory Y, Theory Z, and Theory A for Managing People and Performance published by Aithal, S., Kumar, S. P. M. (2016), theory Z combines the supportive leadership approach of Theory Y with a greater awareness of cultural differences. Theory Z was initially created by an analysis of successful Japanese companies during the 1970s and 1980s. Theory Z shows that when businesses apply certain norms and structures, it encourages greater employee commitment resulting in higher organisational achievement.
This structure recognises that people are self-motivated by internal aspirations, which they believe offer meaning to the shared mission of the organisation. Consequently, Theory Z promotes formal processes for consensus-based decision-making in major tasks while allowing the employees to have their own intuition over minor decisions. Managers can act as coordinators who create an environment that supports accessible communication, offers proper developmental support to all team members, and ensures that all the participants are heard before setting the agenda. It also encourages the team to take pride and ownership of organisational results.


[bookmark: _Toc161506850][bookmark: _Toc162039851][bookmark: _Toc162039929]Similarities and Differences of Theory X, Y, Z
Even though the theories X, Y, and Z push the leaders to different management styles, they all have the same goal of optimising employee productivity and discouraging ineffective leadership techniques. The fundamental divergence of these theories lies in the way they perceive the factors that motivate performance. Superiors with a Theory X orientation assume that the typical subordinate finds work to be aversive, must be forced to work, seeks direction from other organizational members, and avoids taking responsibility for his work (Sager, K. L. 2008, McGregor, D. 1960). Theory Y has the opposite position as it considers employees to be motivated and willing to work as it views with respect to what employees are willing and able to contribute to the organization but admits that employees need assistance to be self-directed. (Kopelman R. E. et al. 2008). Combining these two theories, Theory Z emphasises the importance of intrinsic motivation, which involves finding personal satisfaction in tasks, and cultural cohesion within organizations, ensuring a sense of unity among employees. Intrinsic motivation means doing things because they are enjoyable or meaningful, rather than just for external rewards. By changing the focus to the internal rewards of a task, such as satisfaction and enjoyment, you can better motivate yourself and others. (Legg, J. T. et al. 2019) Cultural cohesion focuses on creating a strong sense of belonging and teamwork within the organisation. So, in Theory Z, it is about both enjoying what you do and feeling connected to the team. Despite these existing differences, these theories acknowledge that strategic leadership is crucial for organisational success.
The different ways of managing come from the basic beliefs of each theory. Theory X sees managers as strict rule-makers who closely watch over work and use forceful control to make sure everyone follows the rules. On the other hand, Theory Y promotes a management approach that decentralises decision-making and encourages employee autonomy. It aims to cultivate intrinsic motivation among employees while offering developmental support through facilitative leadership. In contrast, Theory Z promotes collective action and ownership while still maintaining formal hierarchy through the involvement of the employees in agenda-setting and task tracking. Despite the various views, all three theories agree on that leaders have the responsibility of creating suitable working conditions to recognise the potential of their teams.
These theories also differ in their explanation of employee behaviour. In Theory X, the employees are considered to be motivated by their self-interest. Therefore, they focus on the rewards upfront which results in a need of strict control by the managers, extrinsic rewards, and punishments for their work performance. 
On the other hand, Theory Y combines individual fulfilment with the organisational success, therefore relying on intrinsic motivation and autonomy. Theory Z highlights the importance of peer support and cultural alignment to promote belonging and shared values within the company.
However, the effectiveness of the leadership differs depending on whether the employees are driven by personal gain or group success. On the other hand, the leader’s and their effective leadership skills plays a significant role. For instance, it involves several factors, such as the leader's intelligence, their self-awareness, and how they relate to their team. Additionally, factors like the organisation's culture and the leader's style can impact how successful they are perceived to be by their team. By assessing and understanding motivational orientations and aligning them with suitable strategies, managers can choose between directing activities or deepening engagement.
Although the theories are related to each other, their differences lie in the prioritisation between tasks and relationships. Theory X emphasises output and obedience, deeming authoritative controls as needed for directing employees. Theory Y requires people to be trusted, flexible, and collaborative to achieve a positive workplace environment. As subordinates perceived empowering leadership, rather than directive leadership, to be more strongly associated with leadership effectiveness, leaders, in general, should pursue an empowering style. (Solomon, A. et al. 2017). 
Theory Z combines both task accomplishment and social cohesion to promote intrinsic motivation and aligns organisational resources with cultural content. While all the theories consider the same goal of organisational optimisation, they direct leaders towards different areas where they put the emphasis on either the measurable results or interpersonal connections and team cohesion to achieve and maintain high performance.
These three theories commonly initiate from the idea that people are driven by something inside them when they are at work. Motivation examines and tries to explain goal-directed behaviour in people, why do we act in a certain way and why do we choose different modes of actions, especially when in a number of situations several possibilities of conduct are available.  (Kispál-Vitai, Zs. 2016).
However, when leaders do not consider differences, they might judge employees unfairly. So, these ideas help leaders understand motivation at work and adjust how they lead. By using these theories, they can handle problems better and lead their team more effectively. By regularly checking with these theories, leaders can react faster to changes and even guess what might happen next.




[bookmark: _Toc161506851][bookmark: _Toc162039852][bookmark: _Toc162039930]Advantages and Disadvantages of Theory X, Y, Z 
Theory X can be valuable in times of crisis when a sudden situation leaves little or no time for discussion. In emergencies such as corporate scandals and natural disasters, a leader must take quick action by looking at the threat and taking direct command-and-control. According to McGregor, D., most managers tend in daily practice to rely less and less on the exercise of personal authority except in the crisis situation when other methods fail. This becomes more evident the higher one goes in the organization. The use of commands and orders within the higher levels of management is relatively rare. (McGregor, D. 2006). 
By executing clear orders, applying penalties to those responsible and eliminating obstacles with executive decrees, leaders can bring back stability in crisis. Strict and quick command like this can contribute significantly to stabilising disordered situations. However, it is important to understand that this approach compromises employees’ autonomy which can easily damage the relationship between worker and company and therefore it is something not sustainable in long term. 
Theory Y encourages internal motivation via autonomy, the development of employees' potential, and employee involvement in decision-making. Empowering employees with the power to make decisions over work processes and promoting themselves for career advancement. This is a way of showing confidence in them to perform great in their area of choice within the company. The average human being learns, under proper conditions, not only to accept but to seek responsibility. (McGregor, D. 2006). This provides workers with a sense of fulfilment and purpose, which further engages them with the company. However, allowing employees to choose their own path within company leads to more downtime. Without control or directives from the top-level leadership, those seeking guidance may disengage while groups discuss direction. Therefore, situations such as financial crises that require cooperation need to be addressed quickly. Despite the increased operational challenge, providing employees with more autonomy is crucial for their long-term creativity and satisfaction. The benefits outweigh the potential losses of centralised command and efficiency.
Theory Z leadership involves both managers and employees working together to set overall goals. Managers track goals, while involving workers in creating a shared vision boosts accountability and team unity.
This also gives the teams a strong sense of cultural alignment which helps them resist many external challenges. Shared values amongst various workers within company are essential for organisations facing various forms of uncertainties. Organisational culture, rather than factors such as structure, policy or politics, is seen as essential to organisational performance. As a consequence, focus turned away from national cultures and concentrated more on the culture of organisation. (Bamidele, R. 2022, Brown, 1998)
It is important to use the right motivators to engage employees. Management should avoid boredom and ineffective forms of recognition, considering individual differences. Ignoring these issues leads to lower engagement.




[bookmark: _Toc161506852][bookmark: _Toc162039853][bookmark: _Toc162039931]Role of Culture and Personal Differences
According to McCauley, C. D., Palus, C. J. (2021) in their Developing the theory and practice of leadership development: A relational view article, leadership originates from deep cultural forces. Specific approaches are compatible with the existing world views and logic. Therefore, leadership requires cultural code-switching because culture shapes both what the followers expect and what they respond to. Adaptive leaders know that strong responses, which are subconscious values, are crucial for gaining acceptance.
Cultural intelligence is very important to avoid clashes of values in a global organisation where people of many backgrounds can work together to achieve the same goal. Situational leadership is a grounded approach that considers both practical and symbolic alignment. As the article describes, practical alignment involves making sure actions match organisational goals, while symbolic alignment focuses on communicating shared values to build unity among followers.
The best leaders can understand, respect and follow the cultural values of their workplace rather than just rules.
Apart from cultural forces, Sethuraman, K., Suresh, J. (2014) claim that personal differences in values, ways of thinking, and personality traits also have an effect on how well workers respond to leadership. Some leaders may prefer Theory X or Theory Y’s suggestions, making it difficult to use a uniform approach. Some leaders like to control everything because it is convenient and certain. Others prefer more freedom to be creative. For introverted individuals, a high level of openness and collaboration at work can be exhausting and unpleasant.
On the other hand, friendly individuals may feel lonely without close social bonds. Experienced leaders should be flexible and adapt to different situations instead of sticking to one approach. However, a flexible approach to accountability might suit different people depending on their motivation or experience, and the task at hand. Overall, leaders should be flexible and adapt to the needs and challenges of the company. 
Theory X provides strict control. Theory Y involves empowerment and autonomy, and Theory Z is group centred. 
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Situational or contingency leadership 
While a leader can fulfil the role of a manager, not every manager possesses the qualities of a leader. The reason is the nature of the authority granted to managers and leaders. (Prevodnik, M.,Biloslavo, B. 2009)
In this part of the report latest theories of leadership will be discussed. The aim is to understand which of these theories are most helpful in real-world business settings. This part will focus particularly on the contingency decision-making models by Vroom, Yetton, and Jago, to see how they can assist leaders in their day-to-day work.

[bookmark: _Toc162039855][bookmark: _Toc162039933]Contingency leadership 
The theory of contingency (Fiedler’s contingency) in leadership suggests that a leader's effectiveness depends on the situation they are in, not just their personal traits or behaviours. (Sayed, H. 2013, Fiedler, 1967)
Instead of thinking of leadership as something you either have or do not have, it is more about getting people to work together towards the same goals. Organisational effectiveness is influenced by factors beyond the leader's actions, like the structure of the organisation. (Vroom, V.H., Jago, A.G. 2007).
Additionally, leader behaviours can change depending on the situation. According to the research at Ohio State University and the University of Michigan, leaders adapt their behaviours to different situations. 
However, Vroom’s arguments are more about getting people to work together towards the same goals. This notion is backed by the understanding that the success of an organisation is influenced not only by the actions of its leader, but also by the organisation's structure and external factors affecting its operations.
To be more specific, according to the publication of Leadership in organizations by Yukl, G. (2013), the contingency theory is defined as the concept that leadership effectiveness relies on various contextual factors, such as the situation in which the leader operates, as well as the characteristics of the group or organisation.
In other words, the contingency theory suggests that there is not a general approach to leadership that would be effective in all situations. Instead, the effectiveness of leadership depends on its alignment with a specific situation or context.
This part of the report will delve into the essence of contingency approach in leadership. Focusing on why certain leaders succeed in specific situations while others do not, it will also outline the key implications of this approach. This issue is significant as it underscores that the effectiveness of a leader depends not only on their personal traits but also on the context in which they operate. Furthermore, the report will analyse the main concepts, factors and insights related to this topic throughout the paper. 
Any leader who understands contingency theory can also utilise path-goal model and the LPC approach to better understand and manage in different business situations, that way will allow any leading to be more effective. 
Many leaders can adopt and use approaches either patch-goal or LPC approach. 
Path-Goal Theory: 
According to House J. R. (1971), the goal-oriented model suggests that leaders can influence subordinate behaviour and performance by clarifying paths to goals, removing obstacles, and providing rewards along the way. This can be achieved through various leader behaviours, such as initiating structure (providing support and direction) and consideration (creating a supportive environment). (House J. R. 1971).
The leader can use this model to adjust their behaviour to the specific needs and circumstances of their employees. They can set goals and create a path that helps employees achieve those goals. For example, if employees need more clarity on goals, the leader can provide additional information and support them to achieve these goals. 
The Path-Goal Theory tells us that the effectiveness of a leader depends on how well they can support their subordinates and remove obstacles that may make it harder for the team to achieve their goals. This means that a leader should provide appropriate support and assistance to enable employees to act effectively towards the set objectives. Applying different leadership styles, such as autocratic (where the leader makes decisions independently), democratic (where decisions are made in a participatory manner), and transformational (where the leader inspires and motivates subordinates to achieve higher goals), can have different effects on leadership effectiveness according to this theory.

LPC Approach: 
In contrast, Fiedler's Leadership Theory delves into how leaders navigate situations, while the LPC Scale helps pinpoint their focus on tasks or relationships. High scores indicate a relational focus, contrasting with low scores reflecting a task-oriented approach. By grasping these preferences, leadership effectiveness can be enhanced across varied scenarios. Fiedler uses the distinction between task-oriented leadership style and relationship-oriented leadership style, relating these leadership styles with different types of situations, in order to determine the contingencies that make either style effective. (Nunes, A. J. S. et al. 2011).
The leader can also use the LPC (Least Preferred Coworker) measurement to understand their leadership preferences and match their leadership style to the specific needs and preferences of employees as well as situational requirements. 
For instance, if a leader has a high LPC, indicating a preference for focusing on interpersonal relationships, they can adjust their leadership style to build strong relationships with employees, which may contribute to increased engagement and productivity.
Combining these approaches allows the leader to manage more flexibly and effectively depending on the specific business circumstances and team needs.

Transformational:
Transformational leadership originates in the personal values and beliefs of leaders, not in an exchange of commodities between leaders and followers. Their actions aim to inspire followers to embrace higher ideals and achieve performance levels beyond conventional expectations. (Kuhnert K. W., Lewis, P. 1987).
According to the article Transactional and Transformational Leadership: A Constructive/Developmental Analysis written by Karl W. Kuhnert and Philip Lewis, transformational leaders exhibit distinct personal characteristics such as confidence, authority, and a strong commitment to their moral principles. They establish clear objectives, promote an inspiring vision, give out confidence and spark motivation among their followers. In contrast to transactional leaders, who prioritise making deals, transformational leaders motivate their followers by imparting their own values and convictions. This contributes to the change of the mindset and aspirations of followers in both their personal and professional lives.

[bookmark: _Toc162039856][bookmark: _Toc162039934]Situational leadership 
Situational leadership, developed by Paul Hersey and Kenneth H. Blanchard, underscores the need for managers to adapt their approach based on changing circumstances and employee needs, emphasising flexibility and active communication. (Szymczyk J.2023).
Situational leadership theory, as presented by Hersey and Blanchard (1969), emphasizes the adaptation of a leader's behaviours to specific situations and the maturity level of subordinates. Within this theory, the effectiveness of leadership depends on a leader's ability to adjust their actions, such as initiating structure and consideration, to the task-relevant and psychological maturity levels of subordinates. (Graeff C. L. 2024, Hersey, P., Blanchard K. H. 1969)
According to Blanchard. K (1983) in his book The one minute manager and Justyna Szymczyk in an article Understanding and Implementing Situational Leadership in Practice? (2023), situational leadership is crucial in effective team management. The author believes that in the initial stages of a company's operation or an employee's tenure, employees expect clear guidance and direction from their leaders. They are in a learning phase where they do not know everything, and need support in the form of specific instructions regarding their work.
However, when a manager gives more responsibility to employees, using a trust-based management model, it may turn out that employees feel overwhelmed or uncertain. This can lead to stress, which negatively impacts their concentration, productivity, and performance.
Therefore, the situational approach to management highlights the need for flexibility and adapting to changing needs and skills of employees. Depending on the specific situation and stage of employee development, managers should adjust their management style, offering appropriate support, guidance, or autonomy.
In later stages, employees often seek more autonomy, responsibility, and focus on motivation and productivity enhancement.
Paul Hersey and Kenneth H. Blanchard formulated the concept of situational leadership, advocating for managers to adapt their leadership style to fit each situation. They emphasise the importance of flexibility, stating that managers cannot rely on a single approach and must adjust their management method based on the circumstances. Blanchard highlights the significance of regular communication between the leader and employees, where the leader recognises individual needs and adjusts to the employee's stage of work. 
This approach can be ideal when it comes to adaptation with a new situation or help with interpersonal contact with employees.


[image: Hersey and Blanchard Situational Leadership Model]
Figure 4: Hersey and Blanchard Situational Leadership Styles source: https://www.business-to-you.com/hersey-blanchard-situational-leadership-model/

This work will close examine a stage, components of the Harsey’s and Blanchard’s idea.

1. Determine Your Employee's Stage:
To apply the model effectively, first assess your employees' readiness levels. This involves understanding their competencies and engagement. Assign them to one of four readiness levels:
R1: Enthusiastic or Cautious Beginner
R2: Disillusioned or Disillusioned Novice
R3: Competent but Cautious or Bored Practitioner
R4: Self-Reliant Expert
2. Choose the Management Style:
Once you know the readiness levels, select the appropriate management style:
S1: Directive
S2: Coaching
S3: Supporting
S4: Delegating

3. Exceptions to the Rules:
There are exceptions where different styles may be necessary temporarily:
S1: Use Directive Style in crises or with employees facing tight deadlines.
S2: Apply Coaching Style additionally in situations of employee demotivation or limited information.
S3: Use Supporting Style when employees need encouragement or face personal issues.
S4: Apply Delegating Style when employees show high competence and motivation.
(Szymczyk J.2023)

The situational leadership approach's strength lies in its flexibility, as it allows leaders to align their style to fit individual employees' needs. However, it can be challenging to implement and may demand considerable time and effort from the leader.


[bookmark: _Toc161506855][bookmark: _Toc162039858][bookmark: _Toc162039936]Conclusion
In conclusion, the theories of leadership, such as Theory X, Theory Y, and Theory Z, offer ways for understanding leadership in different environments. These approaches recognise employees' diverse nature. By assessing the advantages and disadvantages of each, leaders can identify the one that suits their circumstances the best. 
Cultural and personal differences significantly affect leadership styles, as well as whether or not they are effective. Cultural values determine the manner and standards of both leaders and followers, which makes some leadership theories more appropriate to some situations. Leaders should be mindful of cultural norms and align their styles to maintain unity and effectiveness.
Besides, personal differences among leaders, which may include but are not limited to values, beliefs, and preferences, play a role in their leadership styles. Some leaders might lean on their individual preferences to use either of the theories in their leadership. Influential leaders, however, are adaptable and recognise that the situational nature of leadership requires flexibility. They are in a position to evaluate the current followers' needs, the cultural context, and the unique problematic characterisation to determine the style of leadership that will fit the situation.
Given the scenario of the Florette Salad Company in Storm Noa, Theory X's authoritarian leadership style was the most suited for decision-making and control. However, leaders should use this approach with good communication and empathy. Communication channels must be preserved to deal with any problems or issues and also to suggest solutions from the affected employees. After the crisis, the leader should switch back to the democratic style presented by Theory Y so as to rely on principles of trust, morale, and engagement.


[bookmark: _Toc161506856][bookmark: _Toc162039859][bookmark: _Toc162039937]Appendix
[bookmark: _Toc161506837][bookmark: _Toc162039838][bookmark: _Toc162039916]Difference theoretical approaches to leadership
[bookmark: _Toc161506838][bookmark: _Toc162039839][bookmark: _Toc162039917]Trait Theory 
The trait approach has been considered as having deep roots in leadership theory, focusing on the notion that people were born with specific traits that made them influential leaders and that one’s ability to lead is an inheritable characteristic. (Fisher, M. L. 2023).
This approach focuses on identifying specific personality traits that leaders possess. It can be contrasted with the process called socialisation, as we grow, we learn to follow from our parents. This suggests that there are two entities: leaders and followers. Traits such as charisma, intelligence, or determination are considered crucial for effective leadership. However, opinions regarding leaders can differ from time to time and from one culture to another. However, the main pillars will remain the same.
Initially, this theory was known as the Great Man theory, suggesting that leaders possess innate leadership qualities from birth. This theory often referenced historical figures like Julius Caesar, Mahatma Gandhi, Abraham Lincoln, and Napoleon Bonaparte, seen as naturally born leaders who shaped history. (Benmira, S. et al. 2021)
However, over time, this theory evolved into trait theories, which focused on identifying specific personality, mental, and social traits that would indicate a potential great leader. However, history shows that research on leadership went deeper, and those interested in the subject began to delve further to gain more understanding in this field.

[bookmark: _Toc161506839][bookmark: _Toc162039840][bookmark: _Toc162039918]Behavioural Theory
In contrast to leaders, over the time behavioural theory evolved. Instead of focusing on leader traits, this approach is different and focuses on specific behaviours and actions that leaders take in various situations. It focuses on what leaders do rather than who they are. Relying on the fact that leaders are primarily made rather than born opens a different view. Behavioural theory suggests that specific behaviours can be learned to ensure effective leadership, rather than relying solely on innate traits. This approach focuses on the actual behaviours exhibited by leaders, rather than their certain inherent characteristics that destines them to lead, although it tends to overlook the influence of situational factors. (Benmira, S. et al. 2021)
The mentioned theory recommends that effective leaders display a variety of behaviours, known as "behavioural complexity." It focuses on understanding how leaders behave and act, which is crucial for understanding what makes a good leader. (Denison R, et al. 1995)
The trait approach believes leaders have natural qualities from the birth, while the behavioural theory argues that effective leadership can be learned through acquired behaviours, highlighting different views on leadership development.
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Situational Theory
According to this approach, the effectiveness of leadership depends on the context or situation in which it occurs. Leaders must adapt their approach to changing circumstances to achieve success. The theory can be found under different name as Adaptive leadership strategic.
The approach used by organisations is meant to navigate through uncertain and evolving conditions. It involves gathering individuals within the organisation to address problems that do not have clear or easily available solutions. These challenges, known as adaptive challenges, require not only individual but also organisational learning and change.
According to the article Adaptive Leadership by Dr. Heifetz, published by Nabaraj K, C., the core principles of adaptive leadership include adjusting actions to address specific interpretations of adaptive challenges, aligning actions with organisational objectives, and embracing experimentation and unpredictability in problem-solving approaches. Additionally, adaptive leadership emphasises maintaining a clear sense of purpose, managing conflicts effectively, inspiring others to embrace change, and prioritising self-care to sustain personal well-being while leading organisational transformation.
To be more clear, adaptive leadership is like a roadmap for organisations to handle new situations. It involves everyone in tackling difficult problems and encourages a culture where learning and adjusting are always happening.
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Transformational leadership is a style where leaders pay special attention to employees’ needs for achievement and development, inspire and motivate their team to go beyond what is expected, promoting an environment of growth and innovation. (Kelloway E. K. et al. 2010) It relays on encouraging individuals to take responsibility for designing and implementing a plan of correction that would lead to Growth and Change. (Bishop C, T. et al. 2023).
This approach has been extensively studied and shown to have a positive effect on various aspects like employee performance, satisfaction, commitment, creativity, and well-being. Despite the rise of newer leadership models, transformational leadership remains highly effective and relevant, offering a solid foundation for leadership development efforts in organisations.
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According to Khan, Z. A. et al. (2016) Leadership Theories and Styles: A Literature Review article, leadership theories change over time, and different situations need different approaches. Before, people thought a strong leader could run an organisation alone, but now we see it differently. Being a leader is not just about personality traits. Different leadership styles, like making decisions alone, letting others decide, or deciding together, work in different situations. Iti s important for a leader to think about their relationships with their team and how ready they are to act, adjusting their behaviour depending on what is happening.
Leaders have been forced to shift their approaches to become more effective. There is widely seen an increasing need for improved methods to evaluate their effectiveness, and some leaders adopt a task-oriented approach as the demands of task achievements require this approach to be applied. (Hersh, W. et al. 1996).
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According to the article of A Task-Oriented Non-Interactive Evaluation Methodology for Information Retrieval Systems published by Reid, J. (2000), the task-oriented approach, which focuses on efficiently performing specific tasks, is also utilised in the field of Information Retrieval (IR), where the effectiveness of systems is evaluated not only by their ability to find documents but also by their usefulness in meeting specific user needs.
Similarly, the task-oriented approach is applied in leadership. Leaders who follow this approach concentrate on achieving goals and task accomplishment, adjusting their actions to current needs and situations, reflecting a similar approach in management.
Louis Carter in their article 7 Key Strengths of Task-Oriented Leadership (2024) describes the task-oriented approach as a management strategy that focuses on accomplishing specific tasks to achieve organisational goals. The author points 7 key strengths of this approach:
Clarify objectives: Task-oriented leadership clearly defines goals and providing explicit instructions and deadlines.
Precise task framework: The author emphasises the need for accurately outlining tasks and processes to ensure effectiveness in execution.
Issue exact deadlines: Establishing specific deadlines is crucial for motivating the team and providing a sense of goal achievement.
Offer guidance: The author highlights the importance of providing clear guidance and support to avoid mistakes and obstacles in task execution.
The best source of human source: Top performers understand their team dynamics well, which helps them assign tasks effectively to the right people. By recognising and using their team members' strengths, they boost productivity significantly.
Reward system: After achieving key results, the author recommends implementing reward systems to sustain motivation and increase productivity.
Achieving positive results: By following this leadership style, the best outcomes can be achieved by utilising the team's strengths and developing effective strategies. These skills and strategies help to focus on achieving results and outcomes, often prioritising task completion over constantly addressing emotional needs.

The task-oriented approach works well for specific tasks because it allows to focus on goal achievement and setting clear directions, which is crucial, especially in dynamic work environments.
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According to Gosling, J. et al. (2012) article of Individualistic and Relationship-Oriented Leadership, Key Concepts in Leadership, in a relationship-oriented approach to leadership, leaders see their employees as partners in collaboration rather than just people who follow orders.
It means they try to be involved in all areas of the company and work together with others instead giving orders and telling everyone what to do. This approach values cooperation and maintaining good relationships with people because those relationships help the company grow. It is a completely different approach from task-oriented leadership, where leaders often see employees only as tools to achieve goals, regardless of their feelings or thoughts. This approach emphasises respect for others and working together towards common success.
Leaders who focus on people tend to possess excellent communication skills and can forge strong relationships with their team members. Additionally, they strive to motivate and inspire their employees to perform at their best. By achieving employee motivation, the leaders reach the success and prosperity of business in such a dynamic and fierce market competition. (Khuong N, M.  et al. 2015)
In relation-oriented leadership, leaders demonstrate attention, respect, and support for their followers, which can have a strong influence on employee motivation. This leadership style focuses on behaviours such as team building, consulting, supporting, developing, and recognising employees. Studies suggest that relation-oriented leadership reduces employee turnover and contributes to higher levels of motivation among employees, compared to task-oriented leadership.
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Table 1. task-oriented and relationship-oriented leadership styles compered in table format, source https://www.linkedin.com/pulse/achieving-results-through-people-dan-harrison
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This work aims to prove the type of leadership theory and - based on the details provided on their website - it seems that the company operates under a Theory Y approach. This can be deduced from their emphasis on empowering employees, fostering creativity, and promoting innovation in supply chain management.
Suddenly the situation was changed in the perception of leadership style when unexpected extreme weather conditions occurred. That fact played crucial role in a quick change in their approach.
During Storm Noa, Florette’s leadership faced sudden challenges demanding decisive action. Strong winds blocked the company’s essential distribution channels, thereby stopping scheduled lorry deliveries of fresh produce orders across regional supermarkets just as demand massively increased thanks to people wanting to stockpile on food ahead of the gathering storm (Whelan, L. 2023). In the same way, farmers rushed to pick crops at the peak of ripeness before the pre-scheduled floods and mudslides, as they feared the crops may not be able to be properly transported. Meanwhile, the number of phone calls from worried vendors was also skyrocketing, adding more stress to the matter. Furthermore, technological failures due to the heavy load on the power grid made communication difficult. The company could not properly synchronise its operations. This situation, related to a ’’perfect storm’’, presented leaders with challenging, unexpected, and complex circumstances, impacting all areas of operation. From supply chain operations to customer relationships to employee safety.
According to Paraskevas, A. (2006), "Crisis management or crisis response system? A complexity science approach to organizational crises" but also to Professor Waldemar Karwowski's research Podstawy zarzadzania kryzysowego (2011), their theories are highly relevant in understanding and addressing the challenges faced by companies like Florette Salad Company during crises. Professor Karwowski emphasises the significance of rapid responses to unforeseen circumstances and the necessity of decisive actions to ensure both employee safety and business continuity.
Florette leaders needed to understand that involving more people in the decision making would slow down reactions to the situation. Following the usual path of operation in which middle managers consult their local teams before making decisions could cause delays and pose a problem with coordination (McCauley, C. D., Palus, C. J. 2021). The situation at Florette Salad Company rapidly deteriorated, leading to significant losses and damages. In response, the executive team had to act swiftly and implement a centralised system of command and control. (The Blake and Mouton Managerial Grid model 1985)
Directors with experience in managing previous interruptions were required to quickly organise emergency protocols designed to account for the high-risk factors prioritised in the organisation. This meant that lorry dispatchers were to be commanded to suspend their movement given unfavourable road conditions, distribution personnel needed to stay safe and seek shelter within storage facilities, battery-backed power to be directed towards fuelling, and non-essential components to be suspended to preserve resources and prevent fire. These strategies under authoritative leaders could save the situation. 
The employees were disoriented and stressed due to the disturbing effect of the lack of communication and uncertainty about both the safety of their workplace and their families. Strict leadership during a period where workers can be unsure of their own safety needs to be done in an understanding and reassuring manner. 
Showing empathy during this time and calmly answering questions even when in a rush is also very important. (Tannenbaum, R., Schmidt, W. H. 1973).
Authoritative leadership requires leaders to preserve the dignity and mental safety of employees. (Tannenbaum, R., Schmidt, W. H. 1973, Peprah, P., Peprah, W. K. 2023)
During Storm Noa, Florette Salad Company faced a crisis that demanded swift changes in leadership style. Initially, they operated under a Theory Y approach, empowering employees. However, the storm required authoritative decision-making, akin to aspects of Theory X.
The executive team swiftly implemented a centralised command system to manage the crisis. However, they realised the importance of engaging employees in recovery efforts, leading to a shift towards democratic leadership.
Middle managers also needed to adapt, initially suspending standard protocols but later requiring a more collaborative approach. Tailored strategies and ethical leadership were crucial for effective recovery and preparation.
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