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Leadership is defined as the art of inspiring individuals to give their greatest in pursuit of a specific goal. It can be characterised as the skill to influence others to voluntarily adopt new behaviours. Leadership includes the tasks of formulating and passing on a vision for the future, inspiring individuals, and ensuring their commitment to the assigned responsibilities (Armstrong, 2016).
Therefore, the contrast between management and leadership is that the function of management entails overseeing a group or individuals to attain a predetermined goal, while leadership involves an individual's capacity to inspire, encourage, and empower others to make valuable contributions to the organisation's prosperity (Duggal, 2023).
Effective leadership consists of three main skill categories:
1. Administrative Skills: These are crucial for running an organisation and executing its objectives. Administrative skills include managing people, and resources, and demonstrating technical proficiency.
2. Interpersonal Skills: These competencies are vital for collaborating effectively with subordinates, peers, and superiors to achieve organisational goals. They involve social understanding, emotional intelligence, and conflict management.
3. [bookmark: _Hlk149665430]Conceptual Skills: These cognitive abilities revolve around working with ideas and concepts. They include problem-solving, strategic planning, and the ability to formulate a vision (Northouse, 2014).
Numerous leadership studies have been conducted with the aim of uncovering the characteristics that define effective leaders. The traits that stand out as particularly significant for effective leadership include intelligence, confidence, charisma, determination, sociability, and integrity (Northouse, 2014).
Leadership theory is a dynamic field that has evolved over time, with several key theories emerging. Traditional theories like the Great Man theory suggest that leaders are born with inherent traits, while Trait theory argues that effective leaders can be born or developed through a combination of specific characteristics. Behavioural theory emphasises leadership actions over personality traits. Later, contingency, and situational theories recognised the importance of environmental factors. In the modern era, the focus shifted to the interactions and interrelationships among leaders, followers, and the situation (Benmira and Agboola, 2021).
Leadership can also be task-oriented, primarily focused on procedures, tasks, and achieving objectives or on the other hand, relationship-oriented leadership, which gives priority to the welfare of followers, their interpersonal relationships, and the overall work environment.
The challenge of leadership lies in the ability of leaders to assemble individuals to aspire to achieve remarkable accomplishments within organisations. It depends on the methods leaders employ to convert values into actions, turn visions into tangible achievements, transform obstacles into innovative solutions, promote unity over division, and convert risks into rewards. It centres on leadership that fosters a constructive impact in the workplace and cultivates an environment in which individuals transform challenging opportunities into outstanding successes (Kouzes and Posner, 2017). The situation may have an influence on the leadership style. This will be critically discussed in this report providing an organizational example.
In the next section, a critical explanation of Theory X, Y and Z leadership will be uncovered including the similarities and differences, the advantages and disadvantages of these styles, the role of culture and personal differences and other insights. This will enable an understanding of this theory and perhaps the use of the information as a guide to managing small businesses.
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Ever since Frederick Taylor ushered in the era of scientific management in the early 20th century, the field of management has revolved around the question of how to handle individuals within organizations. Understanding human nature has consistently remained the fundamental principle and essential element throughout various management eras.
Douglas McGregor's management theory, commonly known as McGregor's XY theory, continues to be a forward-looking management framework, despite its age of more than half a century. McGregor introduced two conflicting perspectives on how supervisors become aware of employee motivation (Zhang,et al., 2013).
Theory X 
Theory X proposes that individuals have an aversion to work, lack fundamental creativity, and are primarily self-centred, leaving no choice but constant job security threats and financial incentives to strive for themselves. In essence, this theory assumes that employees are like drones, deprived of ambition or initiative, and must be pressured by managers to achieve results. Theory X claims that the sole motivation for employees to excel in their roles is financial compensation (Zhang, et al., 2013).
Theory Y 
This theory draws on emerging psychological principles, presenting an alternative model. It suggests that people are self-driven, accountable, creative, and have a natural need to engage in work. Several key principles of Theory Y include: 
a) Work is as natural as play or leisure
b) Workers who are actively involved and satisfied in their roles genuinely enjoy their work.
c) Given the appropriate circumstances, employees actively desire accountability, display initiative, and formulate innovative choices
 d) The true reward workers aspire to gain self-fulfilment (Zhang, R. et al., 2013).
Theory Z
William Ouchi's management theory originates from his extensive examination of the distinctions between American and Japanese business methodologies, he insisted that the accomplishments of Japanese firms were deeply rooted in a corporate culture and management approach that American businesses could effectively adopt. Ouchi's theory is a fusion of Japanese and American management practices, with the objective of establishing lifelong careers for employees. Theory Z takes into consideration both Theory X and Theory Y and introduces an innovative management model. This theory promotes the improvement of employee loyalty by offering long-term job security and prioritising the well-being of employees both within and outside the workplace (Zhang, R. et al., 2013).
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The comparison between the above theories X, Y and Z is outlined in the below Table 1.
	
	Theory X
	Theory Y
	Theory Z

	Managers’ Behavioural Aspects
	Negative view of employee intentions.
Display authoritarian tendencies.
Prioritize control over their employees.
They need to be closely involved and are inclined to micromanage.
	Managers hold a positive outlook on employees' intentions. Managers are of the opinion that employees favour greater autonomy. They grant employees more decision-making authority.
	Strive to be proactive without excessive micromanagement. Aim to foster enduring relationships. Nurturing individual responsibility. 
Less formal degree of control over subordinates. 
Collaborative efforts within groups.

	Behavioural Aspects of Employees
	They avoid taking responsibility.
Employees have an aversion to work.
Employees prefer to be given explicit directions.
They lack ambition.
They prioritize security over autonomy.

	 The little distinction between work and leisure. 
Desire self-direction and minimal control. Exhibit increased motivation when aligned with meaningful goals. They embrace and sometimes actively seek out responsibility. 
Driven by ambition. Degree of imagination and creativity.
	Employees of both Theory X and Theory Y personalities exist within the Theory Z framework. 
Theory Z should be flexible enough to accommodate either personality type.


Table 1 Similarities and differences between Theories X, Y and Z, Source: (Render, 2019).

Based on Fig.1, the evolution of management theories, summarised by Theory X, Theory Y, and Theory Z, reflects the changing perceptions of employee behaviour and managerial approaches. Theory X managers held a pessimistic view, believing that strict control and authoritarian leadership were the only ways to motivate employees. On the other hand, Theory Y managers embraced a more optimistic perspective, recognising that employees hold inborn motivation and seek fulfilment in their work. As for Theory Z, it represents a combination of management principles, focusing on creating an environment that values long-term employment, individual responsibility, and collaboration.
Theory Z managers aim to strike a balance between proactive leadership and non-micromanagement, emphasising long-term relationships, individual accountability, laid-back control, and group collaboration. In this dynamic environment, employees may demonstrate characteristics of both Theory X and Theory Y personalities. As a result, Theory Z remains flexible and adaptable, catering to the diverse needs and aspirations of employees, ultimately striving to create a work environment that maximises motivation and productivity. This evolution in management thinking highlights the importance of tailoring management practices to meet the changing expectations and motivations of the workforce (Render, 2019).
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Theory X
If you hold the belief that your team members foster a lack of interest in their tasks and lack motivation, McGregor suggests that you are more likely to employ an authoritarian management style. This method tends to be highly involved and frequently requires closely overseeing individuals' work to guarantee desired results. While Theory X management has become less common in recent years, large organisations might find themselves forced to employ it due to the large workforce they manage and the strict time constraints they must adhere to, however, an excessively strict approach has the potential to dishearten individuals and make them less willing to cooperate. Such a situation could result in elevated employee turnover rates and potential long-term harm to your reputation. (Mind Tools, 2023).
The beliefs of Theory X establish a foundation for a perspective that can be remarkably dehumanising, not only to others but also to oneself as a leader. McGregor believed the Theory X assumptions had become outdated and that employees could achieve better results when governed by a contrasting set of assumptions he termed Theory Y (Anderson, et al., 1999).

Theory Y
Theory Y managers hold a positive view of their employees and practice a decentralised management approach. This leads to a collaborative and trust-based connection between managers and their team members. Individuals hold more significant responsibilities, and managers actively promote their skill development and encourage them to propose improvements. Performance evaluations are routine, but in contrast to Theory X environments, they serve the purpose of encouraging open communication rather than applying control over staff. Theory Y organizations also provide frequent prospects for employee development. Should you implement a Theory Y approach with excessive freedom, it could potentially lead individuals to deviate from their primary objectives or lose their sense of purpose. In a more relaxed work environment, less motivated individuals might exploit this latitude to evade their responsibilities. In such instances, you might need to re-establish a degree of control to ensure that everyone remains aligned with their team and organisational objectives. Organizations with a more parallel structure, where individuals at lower levels participate in decision-making and assume certain responsibilities, typically show a preference for Theory Y (Mind Tools, 2023).

Theory Z
Theory Z shifts the focus away from the individual and positions each person within the broader context of the group, the organisation, and the culture they are a part of. This approach generates in individuals a sense of worth based on the collective achievements of the entire organisation, reducing some of the intense individual performance pressure. In Japan, this has encouraged a strong personal and corporate commitment to succeeding within group dynamics to achieve departmental, organisational, and even national cultural objectives. Critics of the Theory Z philosophy argue that it may not be as effective in North America due to cultural differences with Japan. Nonetheless, some of its principles have been effectively incorporated, particularly in select small family businesses and larger corporate structures. North America, influenced by Judeo-Christian traditions, has found the values of cooperation, support, loyalty, familial closeness, intimacy, and empathy to be unfamiliar in the aspect of business and organisational leadership. Individual accomplishment, competition with peers, labour-management confrontations, and an emphasis on self has taken priority in the value system of many individuals since the 1950s. One significant contributing factor might be that most companies' reward systems are inclined toward individual performance and are not linked to group achievements (Anderson, et al., 1999). 
Another insightful critique of Theory Z can be found in the below Fig. 1.
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Based on Fig.1, incompetent managers find shelter in this theory. The fundamental idea is as follows: when a manager lacking the required expertise is promoted to a role where they lack competence, they are incapable of making sound decisions and bearing responsibility. Consequently, they must depend on their subordinates, resulting in the formation of collective decisions and shared accountability (Sullivan, 1983).

In the next section, cultural and personal differences and their impact on leadership will be analysed.
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Project GLOBE initiated significant large-scale research aimed at identifying universally accepted and effective leadership behaviours and attributes, as well as those dependant on specific cultural contexts. The study was conducted across 62 countries, including nations not frequently involved in cross-cultural research, such as emerging capitalist states in Eastern Europe. The GLOBE initiative commenced in 1991 and revealed significant variations in leadership styles, attributes, and behaviours. Charismatic and team-oriented leaders gained global approval. Leaders demonstrating trust, integrity, and vision received support from subordinates across all cultures. Additionally, the study identified so-called universal barriers to success, where self-protective leaders characterised by spitefulness were viewed negatively across all cultural backgrounds. While some aspects of leadership differed between societies, the GLOBE study pinpointed clusters of societies with shared characteristics. For example, in circumstances suggesting a directive leadership style, subordinates in English-speaking countries leaned towards preferring a leader with a degree of informality and as much supportive engagement as the situation allowed.
The study acknowledged that strategic organisational factors influence leadership style and behaviour, but these factors are moderated by the national cultural context. Leader effectiveness is shaped by the interaction between leaders and subordinates, influenced by the nature of power dynamics within the specific culture, and the organisational factors applicable across societies. The GLOBE project's focus on diverse approaches to leadership highlighted the need to draw inspiration from non-Western methodologies. In the Far East, for instance, the emphasis on face-to-face interaction and relationship-building takes priority. This perspective views Asian business culture as a source of leadership inspiration rather than a challenge to overcome (Mullins and McLean,2019).
 Another important factor, where leaders must adapt their leadership style is when working with different generations. In contrast to previous generations, Generation Z born in 2000 onwards, is emerging as a new workforce trend. They prioritise aspects like work quality, transparency, and well-being. The disruptions brought about by the recent COVID pandemic have granted them greater access to technology, resources, and global human connections. While remote work has become increasingly prevalent in recent years, a preliminary study indicates that the mental and physical well-being of these young employees is suffering. This situation is accompanied by a decline in their social skills and reduced social support. It is essential for business leaders, HR professionals, and psychologists to contribute positively to counteract these negative repercussions (Mahapatra, et al. 2022).
In contrast, Generation Y, commonly referred to as Millennials, comprises individuals born between 1980 and 1999. They readily embrace technology due to their upbringing around it, displaying a high level of adaptability to change. Millennials primarily communicate through social networking sites and text messaging, with an expectation of immediate feedback and acknowledgement. However, there is sometimes a perception of them having deficient communication and problem-solving skills. Millennials prefer teamwork and can adapt to follow guidelines if there is room for them to complete tasks in their own manner. They attach great significance to finding meaning in their work and seek to "make a significant impact quickly on the projects they are involved in" and have a desire for immediate recognition and opportunities for excellence, making them highly sought-after employees. However, integrating them into established corporate structures can be challenging due to their preference for quick gratification and exceptional performance (Kapoor and Solomon, 2011).
In the next part of this report, aspects of situational and contingency approaches will be uncovered.
[bookmark: _Toc150539858]Situational or Contingency leadership

The lack of consistent results in leadership research led to the development of "contingency theories" that explain how effective leadership traits and behaviours can vary depending on the situation. In the 1970s and 1980s, several contingency theories emerged, including path-goal theory, situational leadership theory, and others.
Path-Goal Theory initially explored how a leader's task-oriented and relations-oriented behaviours influence subordinate satisfaction and performance. Subordinates perform better when they have clear role expectations, believe significant effort is required, are optimistic about achieving goals, and anticipate positive outcomes from high performance. Leader behaviour modifies these perceptions and beliefs and can also affect subordinate satisfaction. The impact of leader behaviour on satisfaction and effort depends on situational factors, such as task characteristics and subordinate attributes. For instance, supportive leadership is more effective in tedious, dangerous, or stressful tasks, boosting subordinate confidence, effort, and satisfaction (Yukl, 2013).

Fiedler's Contingency Model, also known as LPC, focuses on the interaction of leader traits and situational factors. Fiedler categorized leaders into relationship-motivated and task-motivated groups based on their preferences for working with their least preferred co-workers. He then studied the effectiveness of these leaders in eight situational types created by combinations of leader-member relations, follower-task structure, and leader-position power. The results showed that relationship-motivated leaders outperformed task-motivated leaders in four of the eight situations, with the reverse being true in the remaining four. Fiedler's theory suggests that one's leadership motivation is a relatively stable trait that is not easily adaptable or subject to change. As a result, Fiedler's model implies that effective leadership involves placing a leader in a situation that aligns with their inborn leadership style (Vroom and Jago, 2007).
The situational leadership approach merges both leadership style and behavioural considerations, as well as the specific context in which leadership occurs. This approach is more complex with a more accurate view compared to earlier models. However, the models mentioned earlier still fall short of full clarification of the attributes of effective leadership (Brooks, 2018).
Leadership theories did not cover the challenges leaders have to fight against, such as the COVID-19 pandemic, Cost of Living Crises, or the recent War in Ukraine. In the next section, these challenges will be discussed.
[bookmark: _Toc150539859]Leadership in unprecedented times

 The leadership nowadays is affected by challenges, such as the recent Cost of Living Crisis. Employees will increasingly anticipate company leaders to implement their own measures to address the ongoing crisis. This may involve leaders endorsing remote work for roles that permit such flexibility. Consequently, employees might only be required to come to the office when essential, thereby easing the financial expense associated with travel and other related expenses. On the other hand, an alternative approach would involve providing salary increases, and therefore, working from home represents a more cost-effective solution for companies, as it doesn't include additional expenses (Cook, 2022).
The impact of COVID-19, causing global disruption, has driven businesses across various industries and sizes to navigate swiftly changing markets. Notably, 43% of small business owners have adapted their business models in response to the pandemic, which proves how adversity can serve as a stimulant for innovation. An example of such innovation comes from Kyōten, a sushi restaurant in Chicago. Faced with the challenges posed by the pandemic, Kyōten's Logan Square location has come up with a creative strategy to remain operational. By offering exclusive private dining experiences and adjusting the price point to create a sustainable business model, the restaurant now charges $600 per person for a dinner for two. This pricing structure enables clients to reserve the entire restaurant for a personalised meal. While it may not be affordable for the average person, this approach provided customers with a potentially once-in-a-lifetime elite dining experience and prevented Chef and Owner Otto Phan from having to close the restaurant (Morein, 2023).
[bookmark: _Toc150539860]Recommendations

The exploration of leadership theories such as X, Y, and Z reveals the evolving understanding of human behaviour in organizational settings. Understanding the advantages and disadvantages of these theories provides valuable insights for leaders to adapt their approaches based on the situational and cultural context. The role of cultural and personal differences, as well as the challenges posed by unprecedented events like the COVID-19 pandemic and the Cost-of-Living Crisis, highlights the need for flexible leadership styles. In navigating these challenges, leaders must consider innovative solutions, as demonstrated by businesses like Kyōten, which creatively adapted to the pandemic's impact. Ultimately, effective leadership involves continuous learning, adaptability, and a commitment to fostering a positive impact in the ever-changing landscape of organizational dynamics.
[bookmark: _Toc150539861]Conclusion

In conclusion, leadership is a dynamic and complex venture that requires an advanced understanding of human behaviour, adaptability to diverse contexts, and the ability to navigate unprecedented challenges. The analysis of leadership theories, including X, Y, and Z, highlights the evolution of thought in leadership studies. Recognising the role of cultural and personal differences, as well as addressing contemporary challenges like the COVID-19 pandemic and the Cost-of-Living Crisis, emphasises the importance of flexible leadership approaches. In essence, effective leadership is an ongoing journey that demands a blend of skills, theoretical knowledge, and practical adaptability to foster success in organisational settings.
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Description

The purpose of this essay is to reflect on the emergent leadership skills module. My intention is to consolidate my understanding of leadership traits and styles covered in the class. Additionally, I will explore other interesting aspects of leadership that may not have been addressed in the module. I will also reflect on my personal leadership styles and abilities, drawing connections to workplace examples.
I will be using Gibb’s Reflective Cycle, developed by Graham Gibbs in 1988. This model serves as a structured approach for learning from experiences. This framework provides a systematic way to examine experiences, and its cyclical design is useful for revisiting and learning from both successful and unsuccessful situations. The process involves six stages:
1. Description of the experience.
2. Expression of feelings and thoughts about the experience.
3. Evaluation of the experience, considering both positive and negative aspects.
4. Analysis to make sense of the situation thoroughly.
5. Conclusion, summarising what was learned and identifying potential improvements.
6. Action plan, outlining how to approach similar situations in the future or suggesting general changes that may be vital.
(Gibbs, 1998).
Feeling

The discussion in the classroom started with an interesting question. Why some people are leaders, and some are not? The way I feel about it is, if you imagine a pyramid, there are a lot of people at the bottom of the pyramid, who may not want to become leaders and have different priorities, goals, and objectives. The higher you are in the pyramid, the bigger your ambitions or desires are.
Each of the leadership theories has valid points. My own philosophy is to adapt leadership style depending on the environment, people, or industry. We have completed the test to determine which of the three styles of leadership (authoritarian, democratic, and laissez-faire), is the closest to my personality. My result was democratic style, as I feel, it is extremely important to listen to the opinions, feedback, and ideas of co-workers as they may have experiences unknown to their leader. Every person brings something new to the table and decisions should be made by the leader adhering to the feedback from co-workers. I have started to read one of the Dale Carnegie’s bestsellers and that has changed my perspective and taught me to understand the importance of being consistent, and rather than judging or criticising, to compliment people and influence them by talking about what they want and showing them how to get it (Carnegie, 2022). I work in training industry and development and education is my passion, and so I have enjoyed this module as I have been able to gain more knowledge on leadership and insights of being a good leader. This will be crucial for my future development.
Evaluation

Throughout this module, we have learnt about different Leadership Traits.  Intelligence is an important Leadership Trait. A good leader must have the ability to gain skills and knowledge, but also to be able to apply them in practice. It is also highly desired for the leader to have the confidence, necessary to influence people. Confidence can be developed with experience and people can communicate and appear more confident or self-assured about a subject well known to them. In other words, our confidence may be often lower when starting a new job, but in time we become confident as our knowledge and experience grows. The ability to influence people or attract attention also known as charisma is essential for leadership, however, it can be used in a negative way (Kirkpatrick and Locke, 1991).
We have discussed a variety of leadership styles with the focus on Theory X, Y and Z and I have analysed these theories thoroughly in the first part of the report. In conclusion, Theory X managers maintained a negative outlook, focused on control and authoritative leadership as the main principles to inspire employees (Render, 2019). I believe this method would be more practicable in the areas of business, where performance and deadlines are the number one priority, whereas Theory Y, where managers adopt a more positive viewpoint, acknowledging that employees have the inborn motivation and strive for satisfaction in their tasks  (Zhang, et al, 2013) is the theory partially applied in my workplace, where the performance is important, but workers are given space for their ideas and input into minor as well as major decisions as we believe, it is what motivates them. Theory Z embodies a blend of management principles, merging American and Japanese philosophies and emphasising the establishment of an atmosphere that encourages enduring employment, individual accountability, and teamwork. The role of culture can become a challenge when trying to apply this theory, however, it has been successful in several organisations (Ouchi, 1981). 
The situational leadership approaches highlighted the importance of employing a situational leadership approach for accomplishing successful project completion with focus on the preference for a flexible leadership strategy over a one-size-fits-all approach (Henkel, et. al. 2019).
Lastly, as a woman, I have been intrigued by examining the differences between women and men in terms of leadership traits, styles, and effectiveness, it becomes evident that while some discrepancies exist, they do not favour one gender over the other. Traits associated with effective leadership cover a blend of both masculine and feminine attributes, with research indicating minimal differences that slightly favour either gender. Women's commitment to leadership roles and their desire for career advancement is comparable to that of men. However, certain gender-related discrepancies do exist in leadership advancement. Men tend to self-promote more for leadership roles and negotiate more assertively for desired positions compared to women. This might be influenced by societal perceptions and the backlash women face when engaging in these behaviours. Additionally, studies on leadership styles demonstrate that women lean toward a more democratic approach. When evaluating leadership effectiveness, studies indicate an equality between men and women overall. It's crucial to recognise that these differences, although present, are minimal (Hoyt, 2010). 

Analysis

Certain leadership theorists suggest that the choice of leadership approach must align with the nature of the work being performed and the skill level of individuals involved. For tasks characterised by high structure and carried out by less skilled labour, certain theories call for directive and task-focused leadership styles. On the other hand, for different kinds of work and employees, these theories suggest prioritising relationship-oriented styles, delegation, and leadership focused on fostering achievement. The path-goal model emphasises the role of leaders in motivating employees by promoting confidence in their ability to execute tasks and by rewarding successful task completion (Humphrey, 2014).
When business leaders prioritise the well-being of those around them over personal gain or, the potential rewards can be significant. An illustrative example is the 1982 case of Johnson & Johnson, which prioritised consumers over profits by recalling millions of bottles of its popular painkiller, Tylenol, following cyanide sabotage. While this decision incurred significant short-term costs, the company, by placing the consumer first, established continuous shareholder trust. Chairman James Burke, as a result, earned a legacy as an exemplary leader. Businesses that make ethical choices stand to gain numerous advantages, including the establishment of long-term consumer and shareholder loyalty by developing a reputation for prioritising people over profits. Additionally, ethical leadership can actively counter and redirect negative behaviours within the broader workforce (Moore, 2020).
Challenges arising from problems, swift transformations, and uncertainties require adaptable organisations led by determined individuals who can motivate employees to actively engage in team effort and align with the organisation's objectives. In essence, having charisma, focusing on personalised growth, and having the capability and enthusiasm to offer intellectual stimulation are vital traits for leaders nowadays.  Developing of transformational leadership through strategies involving recruitment, selection, promotion, as well as training and development, is likely to provide substantial benefits, positively impacting the organisation's health, welfare, and overall performance (Bass, 1990).
Conclusion

In conclusion, the journey through the emergent leadership skills module has provided a comprehensive understanding of various leadership traits, styles, and their applicability in diverse organizational contexts. Utilising Gibbs' Reflective Cycle allowed a structured approach to review experiences, enhancing insights from successful and challenging situations.
Reflecting on personal leadership philosophies and workplace examples, it's evident that adaptability and context sensitivity play crucial roles in effective leadership. The importance of leveraging diverse leadership styles—Democratic, Authoritarian, and Laissez-faire—has been highlighted, emphasising the need for flexible approaches tailored to specific environments.
Furthermore, exploring the significance of traits like intelligence, confidence, and charisma in leadership, it becomes clear that effective leadership transcends gender differences. Women and men showcase diverse traits but exhibit comparable commitments to leadership roles and career aspirations.
Analysing various leadership theories and models shows the need for a situational approach. The adaptability of leadership strategies based on task characteristics and employee skill levels is essential for successful outcomes. Ethical leadership, as demonstrated by cases like Johnson & Johnson's response to the Tylenol crisis, emphasises the long-term benefits of prioritising people over profits.
Looking ahead, the action plan involves a broader spectrum of leadership skills critical in today's global landscape. Embracing cultural diversity, building relationships, understanding competitors, fostering a global vision while acting locally, and continuous self-improvement are essential skills for effective leadership.
In essence, the evolution of leadership in the digital age demands agility, collaborative thinking, and the ability to navigate through rapid changes. The paradox of agile leadership—being an enabler and a disruptor simultaneously- proves the complexity and dynamism in modern leadership.
As I move forward, integrating these diverse skills and perspectives into my leadership approach will be instrumental in fostering personal growth, effectively leading teams, and contributing positively to organisational success.

Action Plan

I would like to mention variety of leadership styles and skills applicable in current climate not mentioned thoroughly in the previous report which I can put into practice, due to cultural diversity at my workplace.  
Cultural diversity is an important leadership skill due to the fact, that the work ethic, beliefs, attitudes, and communication style are different from one country to another. This can be observed when comparing countries using Hofstede's insights as a tool. For instance, high-context countries, such as China prefer indirect communication and the use of nonverbal codes, whereas low-context countries such as the UK or Germany prefer direct and open communication. Another observation is the collectivism observed in Asia compared to individualistic approaches in Western countries. 
Due to cultural diversity, the expectations of the leadership can vary and therefore, the challenge for the global leader is to be flexible and open to change caused by innovation or other external factors, such as environmental, technological, political, and cultural. Be aware of cultural differences and show respect to receive respect back from your employees.
The relationship between the leaders and employees can be enhanced by spending time discussing their ideas, observations, needs or concerns, therefore they must have the ability to influence employees towards achieving the goals of the organisation.
Another important skill for the global leader is to know their strengths and weaknesses, so they can use their strengths effectively and work on their weaknesses to better themselves.
Look at the similarities rather than differences to build relationships and close gaps and barriers.
Understanding of competitors is vital to raise your self-assurance. This is an essential skill enabling the leader to be ahead in the game.
Think globally, lead locally to be able to see the bigger picture and think outside of the box. 
Global leaders must be able to create a realistic vision on what is the trend in the market and adapt it to the organisational goals but also persuade the employees and get their buy-in.
Offer support for those who need it, look for resources and use them. This could be the technology used to simplify operational processes or online training on being a successful leader (Chuang, 2013).
The actions of exceptional leaders have evolved. In today's digital era, adjusting our leadership methods is essential for achieving effectiveness and establishing organisations that thrive in this digital landscape. This involves enhancing agility, fostering improved collaboration among our team members, and challenging their perspectives to stay ahead in competitive environments and swiftly adjust to changing conditions. Being an agile leader involves both enabling others and introducing disruptive changes simultaneously, which is the paradox of agile leadership (Hayward, 2021).
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