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[bookmark: _Toc179886441]Introduction 
In HSBC Bank UK, and most organizations, leadership and management must be in place since they play an essential role in the success of institutions. Organizational policies and strategies must be effectively implemented through the help of leaders and their capacity to influence the employees. The purpose of this report is to discuss how leadership theories such as McGregor’s Theory X and Theory Y, Ouchi’s Theory Z can work in HSBC context for enhancing the organizational workforce efficiency, especially relating to young and emerging leaders. After a large leadership conference, an HSBC leader is assigned the implementation of these theories to improve how teams and departments are managed to have their work better align with the company’s objectives.
Leadership is thus defined as a social relationship between managers and employees each dependent on the other for the accomplishment of set objectives. The leader plays an important role in HSBC, as the company needs to sustain its competitive position Based on these theoretical findings, strong leadership is crucial for generating innovation, adaptability, and growth. On the other hand, management is more about administrative responsibilities involving the coordination of everyday activities, means; planning, budgeting and the like as proposed by Tourky et al. (2020). In combination, leadership and management make certain that HSBC achieves its objectives.
This is important for HSBC due to its diverse, multinational, and multicultural employee population. This report enlightens the reader on leadership theories, comparisons, strengths and limitations of each theory as well as their similarities and differences. It also addresses the operational improvement of these strategies for HSBC. Lastly, the role of situational leadership is also discussed, where it is underlined that none of the leadership styles may prove successful all the time and the leadership style has to be chosen according to the situation. 
[bookmark: _Toc179886442]Part A
The leadership theories play an important part in defining the managerial attitudes to people management; three key theories include Douglas McGregor’s Theory X and Theory Y and William Ouchi’s Theory Z. It is important for young managers who are eager to manage effectively in HSBC to understand the differences between the theories and their applicability.
[bookmark: _Toc179886443]Theory X 
McGregor’s Theory X was proposed in 1960 as an aspect of his total system of analyzing leadership and motivation in an organization. Theory X, on the other hand, assumes that people have a natural hatred for work, are unproductive and will evade accountability as frequently as possible. Therefore, managers who possess this kind of mentality think that the worker should be monitored and worked on to get the maximum output (Dharejo et al. 2017). McGregor while defining Theory X states that people have an inherent dislike for work and would avoid it if they can. On this account, the employees lack enthusiasm for work; they require supervision, control, and external incentives to work. In addition, employees shift the blame and do not like to be proactive (Ahuja, 2024). In addition, plans control things that managers usually employ to ensure employees work on specific tasks, including penalties, incentives, and threats. This autocratic approach expects workers to be more concerned with their wages and penalties than with work satisfaction. As we have linked the Theory X management style to the establishment of a formal organization structure, one can note that this setting provides a bureaucratic environment characterised by tight centralization of power. There is usually little participation by the employees, and organizational creativity and/or innovation could be limited (Mansaray, 2019). However, problems, with this approach are high, such as low employee morale, poor engagement, and high turnover rates especially if the tasks involved are simple, repetitive or need rigid supervision. In more flexible or innovative environments, Theory X may prevent the development of an organization and ultimately its long-term effectiveness (Shin & Konrad, 2017).
In retaining Theory X, Oluwakayode et al., (2017) pointed out that it has some benefits, which include accuracy, consistency, and efficiency needed where there is a need to monitor staff and their activities very closely. Such as, in an assembly line, Theory X provide a rigid organizational structure that makes sure regulation of conduct, procedural use, and safety standards are crucial in such organizations. Relational accountability means that the tasks are executed in line with the set standards as opposed to loose oversight which leads to poor quality or unsafe products (Clegg et al. 2019).
Nevertheless, there are many issues with Theory X. Confidence is likely to cause over-obedience and thus demotivate its employees since they are not trusted to work without close supervision. Human capital can lead to workers feeling demotivated and their value not really appreciated leading to a slowdown of productivity over time as indicated by Sabatier (2019). Further, Rampa and Agogué (2021) pointed out that the strict hierarchy hampers creativity and innovation since successes are not driven by initiative by employees. 
Theory X and the perception of it also depends on the culture that is in prevalence at the given period. This approach might be appropriate or even required in a hierarchy culture as found in some East Asian or Middle Eastern countries (Steers and Sánchez‐Runde, 2017). Nevertheless, when it comes to equal societies like the Nordic ones, where people mostly value self-organization and collective work, Theory X is likely to undermine managers' relationships with subordinates in companies such as HSBC when the practice is introduced there.
[bookmark: _Toc179886444]Theory Y 
Douglas McGregor proposed this Theory Y and it posits a positive perspective of human behavior in the workplace. Such assumptions include that individuals within an organization are self-motivated, find satisfaction in what they do and do not fear responsibility but welcome it. Theory Y also originates from McGregor's stating that people are not inherent shirkers or otherwise lack the ambition and potential to manage themselves and be responsible if they are provided with a positive environment that allows for growth, innovation and a clear sense of the organization's direction (Stoyanov and Diderich, 2017). Managers who practice Theory Y think that the majority of the employees will naturally exercise self-responsibility and accountability hence calling for minimal management intervention. This approach promotes a more active form of management where managers pay a lot of attention to the ability to create an environment that makes the employees produce their best (Maier, 2019). Theory Y managers tend to be more likely to delegate decisions, get the employees involved in their decisions and ensure that the communication lines are open meaning that the environment is more democratic. They believe in Theory Y where the focus is accorded to self-generated motivating factors such as achievement, commitment and responsibility. This theory also complements recent approaches to employee relations, especially engagement and empowerment because people deliver their best when their abilities are trusted. With the creation of its postulates, Theory Y contributes to the successful development of organisations with an innovative, creative and collaborative staff, who therefore become more motivated, more productive, and more satisfied in their work (Touma, 2021).
Touma (2021) reports that employees understand work as a process inherent to life, and they feel pleased with it. Moreover, Chua and Ayoko (2021) argue that employees are self-driven, implying that they are willing to do their best to attain the organisation's objectives while at the same time attaining personal goals without being monitored all the time. Moreover, Employees are innovative problem solvers and performers who want to be in environments that allow them to learn and grow. 
The advantages of Theory Y are that since the employees are presumed to be trustworthy and capable they are engaged and motivated to perform better. Secondly, due to getting less supervision and freedom, the employees are ready to propose more unique solutions and take responsibility for projects (Byrne, 2022). Finally, Theory Y brings out a positive attitude towards work as well as the employees as they are considered as workers in the growth and development of the organization as well as team players (Ahuja, 2024).
However, there are some cons to Theory Y. Some of the employees may not benefit from the self-control and self-organizing tenets of Theory Y especially those who require leadership direction. Promoting employee growth and working with teams with higher levels of self-organization may become too demanding to implement for managers, as they have to spend time on training and personal supervision (Due, 2023). 
As Theory Y targets employees and their motivation, it fits better with individualistic countries like the United Kingdom and Western Europe (Wang et al. 2023). In HSBC, particularly in the branches that have been developed in Western countries, Theory Y helps to enhance creativity and the level of employee participation in the process of organizational development as it contributes to the best practices of the continuous improvement and corporate social capital approach. For instance, HSBC subjects Theory Y in its innovation hubs and their various operations in digital transformation. Staff in these zones can take risks, generate, and implement solutions regarding financial technologies (HSBC, 2024).
[bookmark: _Toc179886445]Theory Z
Theory Z, by William Ouchi in the early 1980s, incorporates some of the features of Theory Y with Japanese factors. Theory Z emphasises employment for life, majority decision-making, and the consideration of the welfare of the employee in both, the workplace and the broader environment (Bushi, 2021). This theory raises the issues of trust, collaboration and employee and employer loyalty. Stability is crucial, in line with the theory that suggests that several incentives will make employees more productive if the positions they occupy are secure. Decision-making involves the participation of the employees and there is always a consensus made (Akinwale and Kuye, 2023). Organizations should be prepared to spend their money to support their employee’s career and personal development, including flexible working hours and career advancement. 
The benefits of Theory Z include the following: Long-term employment creates commitment towards the organization, which eventually enhances the level of retention. In the collective decision-making process, there is the creation of trust between the management and employees; thus, joint responsibility for results (Stojanovic et al. 2020). Finally, Theory Z aims at the development of the personnel as part of their worth and value to the company plus encouraging them to help strike a work-life balance (Maiani et al. 2018).
The disadvantages of Theory Z include; slow decision-making; though decision-making is made in consultation it takes time for the set initiatives to be implemented especially in evolving businesses (Setiawan et al. 2021). Secondly, Hu (2021) points out that obsession with continuity in employment relations and tradition may hamper learning or the readiness to change because key stakeholders may become too entrenched in national practices, processes, or policies. In addition, Theory Z can be associated with collectivist cultures particularly the Japanese culture with such attributes as commitment to the organization and team. Elements of Theory Z may be applied to HSBC’s international management because of cross-cultural differences, such as in the Asian region where a high degree of integrity, emphasizing long-term relationships and teamwork is desirable.
In addition, theory Z provision is practised at HSBC by the provision of long-term career growth, as well as practising welfare promotion of the workers. In employee training, development and career advancement schemes are promoted to ensure employee development and in some areas, decentralised decision-making is embraced (HSBC, 2024a). For instance, in Asian Branches, companies attributed work values and principles to Theory Z such as teamwork, employee participation and consensus orientation.
[bookmark: _Toc179886446]Similarities 
· All three theories identify that the core concepts of leadership styles and how these affect employee motivation, productivity, and job satisfaction are the centre stage themes. The theories go on to propose different methods of managing and leading employees about general assumptions regarding their behaviour.
· All of them relate to the manager-employee relationship, and in particular, how different styles of management will determine the behavior, morale, and performance of the employees. Theories seem to indicate that the critical interaction between the leadership style and the nature of involvement among employees will go a long way in determining organizational success.
· Every theory recognizes the impact of the attitudes and behaviour of management on the workforce. Regardless of how extreme the authoritarianism of Theory X or as participative as Theories Y and Z, every theory recognizes the fact that the way management deals with the employees quite literally makes or breaks workplace realities.
· Three theories exist, each differing in its assumptions, but all of them can be adapted to fit different organizational settings. The elements of each theory can be used by managers according to the nature of work type of organisation or type of workforce.
[bookmark: _Toc179886447]Differences 
· Theory X holds that employees are lazy and need to be controlled, whereas Theory Y asserts that people by nature are motivated. Theory Z further explores Theory Y but includes the factors of collective responsibility and long-term loyalty.
· Theory X advocates for centralized control whereas Theory Y favours decentralization, and Theory Z advocates for consensual decisions.
· Theory Z is unique in its focus on the all-round development of the employee, including personal and familial well-being outside work, as against Theory X's orientation to productivity and Theory Y's orientation to job satisfaction through autonomy.
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Leadership reflects the core vision of accomplishing organizational goals and success by highlighting and recognizing employee’s performance and encouraging them to enhance their productivity. In the view of Piwowar-Sulej and Iqbal, (2023), reinforce the idea that a leader does not have to apply one style for all situations making it possible to capture the essence of flexibility and adaptability in leadership. Moreover, it implies that managerial competencies require one to determine the strength and specific needs of the circumstances and apply a suitable leadership style (Khorakian and Sharifirad, 2019). Leadership should not be limited to one characteristic and one way of addressing everyone and every situation. In contrast, during a crisis, a leader has to act in an autocratic way giving out orders and making swift decisions on what should be done (Chandolia and Anastasiou, 2020). Therefore, when it comes to a highly skilled and motivated group of people engaged in creative work, such as developing a new advertising campaign, in contrast, to Oluwafemi et al., (2020), the main leader’s role might be most effectively produced by adopting a participative or even delegate approach that would diversify an alternative autocratic model allowing team members to practice their creativity and make their own decisions. In arguing with the abovementioned statement Agarwal, (2020), identifies the contingency approach, as the most effective leaders are those who can change their leadership style to the followers' level of development and the requirements of the context.
Understanding the dynamics of leadership and actualizing effective leadership practices can be done with the application of Leadership theories. Contradictory, Trait Theory is one such theory discussing how the traits that are inherited like intelligence or charisma individuals towards leadership positions. In contrast, Putranto et al., (2022), Behavioral Theories reflect that leadership can be acquired by learning through practice. However, Contingency Theory leadership success depends on context; it focuses on the correlation between leadership style and situation. Therefore, Bush, (2020) that transactional Leadership is based on social interaction on an exchange, in which the leader gives specific incentives to manipulate the follower's behaviours. On the other hand, Transformational Leadership invites followers to change behaviours by promoting and appealing to people's vision, as well as charisma, to drive change in the organization (Devi, 2021). Subsequently, Servant Leadership has its focus on the receipt of the followers' needs by focusing on empathy and humility towards ethical actions. In contrast, Authentic Leadership is centred on the individual's self-awareness and foremost principles of personal integrity. In the view of Uslu, (2019), Situational Leadership Theory is centred on the idea of adjusting leadership behaviours according to the readiness of the followers and the nature of the task (Changar, and Atan, 2021). Furthermore, the theories provide valuable information regarding leadership interactivity patterns where leaders are challenged to be adaptive based on the organization's requirements in addition to the followers' developmental level (Seidel et al., 2019).
[bookmark: _Toc171949836][bookmark: _Toc179886450]Implementation of Leadership styles with respective HSBC Bank in the UK 
HSBC has showcased a combination of means of transformational leadership, transactional leadership, and situational leadership, which have solved various problems within an organization. Benmira and Agboola, (2021), the results in successful digital initiatives, compliance with regulations, and organizational preparedness for crises as HSBC continues to assert its dominance as a world-class financial organization. However, Transformational Leadership for Digital Transformation which tends to be financial technology has been increasing at a faster pace than before, thus making HSBC adopt transformational leadership. This strategy entails encouraging employees on how to go about in the quest for change as they embrace digitalization (Wen et al., 2019). Consequently, digital transformation leaders in HSBC have embarked on research and development of new technologies such as the use of mobile banking applications and other technologies like the use of blockchain. Therefore, this has led to a more flexible organization to cater to the needs of the contemporary banking industry and to compete effectively (Ul-Hameed et al., 2019).
Additionally, Transactional Leadership for Regulatory Compliance Due to such measures, HSBC has applied transactional leadership to meet the strict regulatory measures in rules and standards. Therefore, emphasizes defining objectives, ensuring compliance, and providing consequences for the outcome of such behaviours. Contradictory Lee, (2021),  Areas of Compliance, Risk & Control, HSBC has ensured stringent compliance measures and conducting regular audits for curtailing risks of regulatory violations which safeguard the company image and avoid incurring substantial penalties. In contrast, situational leadership for crisis Management can be demonstrated in periods of difficulties in the market as global, the outbreak of the COVID-19 pandemic in 2020, the company has used the situational leadership approach to choose the most appropriate leadership strategies. Subsequently, during the COVID-19 restrictions, the directors of the bank have changed their previous attitude and provided more understanding and care about employees and clients. Consequently, this flexibility allowed for sustaining the operations continuity and building trust and loyalty among the stakeholders.
In constant, different organizations adopt different leadership styles to enhance their organizational productivity (Javed et al., 2020). However, Democratic leadership is characteristic of JLP, which implies the involvement of the employees, and partners, in decision-making. In the adoption of company policies and decide on strategic development. In this model, employees are allowed to have a say in the operations of the firm thus everyone feels responsible for the firm. Due to the great emphasis on the inclusion of people at JLP, the firm has a great culture of innovation. Whereas the democratic approach fosters creativity and embraces multiple solutions from different people, which are useful in identifying better ways of delivering new products and services. In the view of Lord et al., (2020), difficult and challenging tasks were to persuade customers about new technologies and manage to penetrate the circle of retailers. Some of the distinctive features of leadership in the company involve strong authoritarianism, which is majorly influenced by the founder, James Dyson, who has a top-management approach to the company’s performance and product innovation (Lee, 2021). Dyson has successfully led this organization as an autocratic manager, by keeping complete control over all cones of operation or production and designing. This has enabled the company to uphold the high quality and standard of its products as well as the range (Raupu et al., 2021).
[bookmark: _Toc179886451]Conclusion 
It has been concluded that the report has presented the implication of transformational, contingency, and behavioural theories of leadership that are applied on the complementary perspectives in the services of HSBC Bank with effective leadership skills in the banking sector UK. It has elaborated that the transformational leadership theory determines the leader's ability for making inspiration and motivate the followers for the achievement of the organisational goals. The approach is valuable in the banking sector, where the leaders are navigating complex challenges and make an engagement to the employees in the provision of high-quality services. The learning of the contingency leadership theory is applied to the management of leadership that is associated with effective style dependent on the specific situation and contextual element. The analysis is applied to the banking services by using optimal leadership style for driving the performance and achievement of the appropriate strategic objectives. Finally, the description of the behavioural leadership theory developed the idea of using the specific actions used by the leaders for making the learning and adaptation for effective services. The theory is applied in the services and performances of leaders and managers of HSBC Bank to make effective compliance, efficiency in services, and customer management paramount where the leaders must offer definite management with a range of task-oriented and people-oriented processes. Therefore, understanding offered the influence of cultural and personal differences where the leaders in HSBC Bank can make further refining of the approaches and increases in the effectiveness in the diverse management of the organisational contexts.
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