Programme: BA Leadership and Management
Module: Emergent Leadership Skills in the Workplace
Module code: BMSW6101
Student ID:2111920
Student Name: Vladislav Erhan

























Introduction to the report 
Leadership is a fundamental element within the realm of organisational behaviour, as it encompasses the capacity to effectively advise, influence, and motivate others to collectively attain shared objectives (Chima and Gutman, 2020). It covers a wide range of techniques and methods, each of which is better suited to certain situations or groups of people. Within the vast array of leadership theories, Theories X, Y, and Z develop as distinguished frameworks due to their unique viewpoints on human behaviour and the management of organisations. The objective of this paper is to examine these ideas in depth, analysing their difficulties, merits, limitations, and the impact of cultural and individual variations on their practicality. Alterations in organisational structures, cultural norms, and socio-economic considerations have all played a role in shaping the development of leadership theories throughout the course of history (Goleman, 2000). The theories X, Y, and Z, put forth by Douglas McGregor and William Ouchi, respectively, encapsulate these transformations and give divergent perspectives on employee motivation and managerial approaches (Yang and Wei, 2018). In this paper, we will take a close look at these theories, contrasting their central ideas and analysing their consequences across a range of organisational settings. Furthermore, it is important to note that leadership does not exist in isolation. It depends on the surrounding conditions and the difficulties presented by the given set of circumstances. The efficacy of a leader is often contingent upon their capacity to adjust to changing conditions (Northouse, 2018).
 Dynamic malleability will be addressed from the perspective of situational leadership theory, with organisational examples serving to demonstrate the theory's propositions. This research aims to provide a complete overview of theories X, Y, and Z in leadership, elucidating their applicability in contemporary organisational contexts and therefore delivering valuable insights. The objective of this programme is to provide future leaders, such as the student at level 5 who launched this inquiry, with the necessary information to successfully manage their teams, creating an atmosphere that promotes both success and development.
Critical Explanation of Theory X, Y, and Z Leadership
According to Schein, (2010) theories of leadership have undergone substantial evolution over the years, mirroring changes in organisational dynamics and cultural ideals. Theories X, Y, and Z are very significant in the field of leadership and management due to their diverse viewpoints. These theories were produced as a reaction to the changing nature of work and the knowledge of human behaviour in organisational contexts. They occurred also developed in response to the need for more information (Herzberg, Mausner and Snyderman, 1959).
Theory X, created by Douglas McGregor during the 1960s, is grounded in a somewhat worrying perspective towards workers. The assumption is made that humans possess an innate inclination towards laziness and an aversion to effort, necessitating the implementation of stringent monitoring and control. According to McGregor (1960), this idea was responsible for the emergence of a leadership style characterised by increased autocracy. This style became particularly prominent during the early industrial age, a period marked by the prevalence of regular and repetitive duties inside the workplace. 
On the other hand, McGregor's Theory Y offers an optimistic perspective on workers, positing that individuals possess central motivation and succeed when entrusted with accountability. As a response to Theory X, this theory promotes a management approach based on employee input and input from management (McGregor, 1960). 
The concept of Theory Z, first proposed by William Ouchi during the 1980s, represents a fusion of American and Japanese management approaches. The principal points of this approach are the promotion of extended periods of employment, the adoption of consensus-based decision-making processes, and the cultivation of collective responsibility. Incorporating Western and Eastern concepts into a unified management framework, this theory represents the trend towards a more international outlook in business (Ouchi, 1981). These theories have been developed in response to the understanding that varying workforce dynamics and organisational structures require the implementation of multiple leadership methods. Major turning points in the history of management theory provide light on what it takes to be a successful leader (Drucker, 1954).
Theory X
Douglas McGregor created Theory X, a management theory, in the 1960s. It assumes that the notion of Theory X, as formulated by Douglas McGregor, is based on an autocratic management approach that is founded upon certain underlying assumptions about human nature and the dynamics of organisations. According to this theoretical framework, it is postulated that individuals generally possess an intrinsic aversion to engaging in laborious activities and would actively seek to avoid such tasks whenever feasible. Accordingly, the argument posits that a significant portion of individuals require coercion, control, guidance, or the imposition of penalties in order to motivate them to exert sufficient effort towards achieving organisational goals (McGregor, 1960).
Advantages 
 Theory X is highly efficacious in workplaces characterised by regular duties and a focus on output. In such contexts, the organised approach and well-defined hierarchy might contribute to the optimisation of operational processes. In settings where strict adherence to established protocols is vital, this management style may help ensure that everyone knows their place and what is expected of them (Robbins and Judge, 2019). In sectors characterised by a focus on safety and adherence to stringent rules, the prescriptive nature of Theory X may play a pivotal role in upholding standards and mitigating mistakes.
 Disadvantages
 Nevertheless, the Theory X method has significant drawbacks, namely in its tendency to diminish motivation and hinder innovation. The oversight is in the assumption that employee motivation is only driven by security and monetary incentives, neglecting the presence of intrinsic motivators such as work satisfaction, success, and personal development. Especially in knowledge-based businesses, where innovation is crucial, this neglect may be unsuccessful due to the lack of involvement and creativity it can foster (Herzberg, Mausner and Snyderman, 1959). Moreover, the inflexible hierarchical framework may result in a dearth of employee autonomy and a discouragement of initiative, impeding an organisation's capacity to immediately respond to change.
Cultural and personal impact 
From a cultural perspective, Theory X has a stronger alignment with conventional and hierarchical organisational cultures. In cultures characterised by a significant power distance, where there is a strong emphasis on respecting and adhering to authority, this approach to management may be more easily embraced and provide more effectiveness (Hofstede, Hofstede, and Minkov, 2010). Nevertheless, in societies that prioritise individual liberty, equality, and self-fulfilment, the application of Theory X may prove to be ineffective. From an individual standpoint, it may be argued that Theory X is somewhat less efficacious when applied to people who possess high levels of self-motivation and ambition. According to Schein (2010), individuals under Theory X leadership may experience demoralisation due to the absence of autonomy and limited chances for self-direction. Consequently, this may result in reduced work satisfaction and perhaps greater turnover rates. However, it is important to exercise caution while using Theory X, considering the nature of the task, the prevailing organisational culture, and the unique personality characteristics among personnel. (Tannenbaum and Schmidt, 1973).
Theory Y
Theory Y, which was formulated by Douglas McGregor as a counterpoint to Theory X, proposes a participatory approach to management that is based on a more optimistic understanding of human behaviour (Goleman, Boyatzis, and McKee, 2002). It assumes workers want and need responsibility, as well as that they can and will self-motivate and lead their own work. According to McGregor's Theory Y, the primary function of management is not to exercise control or coercion but rather to provide a conducive atmosphere that enables people to effectively pursue their own objectives by aligning their efforts with the overall success of the organisation (McGregor, 1960).
 Advantages
One of the primary benefits associated with Theory Y is its ability to foster and promote creativity and creative problem-solving. By assuming that people possess creative abilities and get satisfaction from engaging in both cognitive and physical tasks, an organisational atmosphere is fostered that promotes the generation and recognition of innovative concepts (Pink, 2009). This strategy has the potential to foster increased levels of creativity since it cultivates a sense of ownership among workers and provides them with the autonomy to engage in unconventional thinking (Northouse, 2018). Furthermore, it has been shown that the implementation of Theory Y might potentially result in increased levels of employee satisfaction. When employees perceive that their desires for self-actualization and accomplishment are being fulfilled, they are more likely to experience elevated levels of job satisfaction, resulting in enhanced productivity and reduced rates of employee turnover. This particular management approach fosters a work atmosphere that emphasises collaboration and inclusivity, whereby the dynamic between managers and workers is characterised by reduced authoritarianism and increased mutual respect (Herzberg, Mausner, and Snyderman, 1959).
Disadvantages 
Nevertheless, it is important to note that Theory Y may not provide desirable outcomes in every circumstance. In contexts where meticulous monitoring is necessary or activities are characterised by well-defined structures and repetitive patterns, the absence of immediate supervision and authoritative regulation might result in suboptimal performance (Kouzes and Posner, 2012). Moreover, it is important to acknowledge that not all workers possess the level of self-motivation and inclination towards assuming responsibility that is assumed by Theory Y. Consequently, this might result in instances of subpar performance (Robbins and Judge, 2019).
The cultural and personal consequences
From a cultural perspective, Theory Y demonstrates compatibility with civilizations that place importance on autonomy, equality, and self-direction. According to Hofstede, Hofstede, and Minkov (2010), it is probable that cultures that see people as possessing self-regulatory abilities and being driven by internal factors such as pleasure and accomplishment will have greater effectiveness.
At an individual level, workers who aspire for personal improvement and professional development tend to find Theory Y to be particularly compelling. According to Schein (2010), people that possess intrinsic motivation, a penchant for overcoming problems, and a desire for personal and professional growth may find this leadership style to be particularly stimulating and uplifting. However, Theory Y provides a theoretical framework for leadership and management that leverages the elevated aspects of human nature. Although the use of this approach yields notable advantages in terms of cultivating a workforce that is both innovative and committed, it necessitates a judicious application that takes into account the specific nature of the tasks at hand as well as the unique attributes of the people involved (Sinek,  2009).
Theory Z
Theory Z, which was proposed by William Ouchi, shows a distinctive amalgamation of American and Japanese management approaches, with a notable emphasis on fostering employee loyalty and promoting long-term job tenure. All aspects of an employee's life, not only their work life, are considered in this method. According to Ouchi (1981), the concept places significant emphasis on the attainment of secure, long-term employment, as well as the achievement of elevated levels of production, employee morale, and job satisfaction.


Advantages. 
One of the key benefits associated with Theory Z is its emphasis on fostering permanent employment, therefore potentially cultivating a staff that is more dedicated and loyal. Employees who possess a sense of job security are inclined to exhibit more commitment towards the overall success of the organisation. Because they more strongly connect with the organisation and its objectives, workers may become strongly committed to it because of this stability (Pascale and Athos, 1981). Furthermore, the comprehensive approach of Theory Z towards employee well-being has the potential to result in a workforce that experiences higher levels of satisfaction. Organisations may optimise work happiness, minimise absenteeism, and boost productivity by attending to the needs and well-being of their employees. The strategy promotes the development of a robust organisational community, hence cultivating an environment conducive to cooperation and collaboration (Nonaka and Takeuchi, 1995).
Disadvantages 
Nevertheless, Theory Z is not devoid of its limitations. One notable drawback is the possibility of reduced adaptability and delayed decision-making procedures. According to Ouchi and Jaeger (1978), the prioritisation of consensus and group decision-making, which aims to promote agreement and commitment, may result in obstacles and delays when it comes to promptly responding to market fluctuations or organisational obstacles.
Cultural and Personal Impact
From a cultural perspective, Theory Z displays a stronger resonance among collectivist societies when the collective is prioritised above individual interests. A high level of trust and loyalty from workers is necessary for this theory to work, and this is more prevalent in cultures that prioritise group cohesion and communal well-being above individual performance (Hofstede, 1980). At an individual level, Theory Z necessitates workers to exhibit a high degree of dedication and loyalty towards the organisation and its objectives. According to Nonaka (1988), this approach is most effective when used by personnel who prioritise long-term job stability and are prepared to engage in collaborative efforts for the overall benefit of the organisation. Long-term employment, employee well-being, and group decision-making are at the heart of Theory Z's approach to management, which strikes a compromise between Eastern and Western ideals. Although there are some benefits associated with employee loyalty and happiness, the implementation of this approach also presents difficulties in terms of organisational adaptability and response.
Comparing Theories X, Y, and Z
The ideas proposed by McGregor and Ouchi have had a significant impact on management and leadership practises by offering distinct perspectives for comprehending employee motivation and behaviour. Despite their disparate methodologies, Theories X, Y, and Z all strive towards a same objective: the optimisation of organisational production and efficiency. Nevertheless, there exists considerable divergence among these theories in terms of their underlying presumptions of human nature, motivation, and the subsequent approaches to management and leadership.
Similarities among Theories X, Y, and Z
· Theories X, Y, and Z aim to improve organisational performance despite their different assumptions and techniques. Staff management and motivation are based on each theory's main goal.
· Douglas McGregor's Theory X, which is perceived as controlling, assumes workers want monitoring and assistance. All three perspectives attempt to achieve the organization's goals (McGregor, 1960), but the authoritarian approach ensures worker effectiveness.
· Theory Y is more optimistic about the workforce. The notion implies that workers naturally want responsibility and may direct their own behaviour. This theory holds that in ideal circumstances, workers would be productive, happy, and fulfilled in their jobs, helping the company achieve its goals. Therefore, this empowerment and intrinsic motivation strategy aims to improve organisational performance (McGregor, 1960).
· William Ouchi's Theory Z incorporates longer tenure, complete employee well-being, and participatory decision-making. This theoretical approach states that such a strategy fosters employee dedication and devotion, moving the company towards its goals. Theory Z, like Theories X and Y, aims to improve employee performance to meet organisational objectives by balancing individual and collective needs (Ouchi, 1981).
However, all three theories aim to create corporate success by maximising employee performance, notwithstanding their different approaches to human behaviour. Leadership and management theories are crucial to achieving organisational goals, as shown by the shared aim.


Differences Among Theories X, Y, and Z
· Theories X, Y, and Z vary in their assumptions about human nature, motivation, and management and leadership tactics. Each theoretical framework offers a unique perspective on employee motivation and organisational management.
· McGregor's Theory X states that workers hate work and avoid it whenever possible. This mindset leads to an authoritarian leadership style that relies on coercion and control to maintain and improve productivity. Kopelman, Prottas, and Davis (2008) argue that workers require direct supervision and external motivation to perform well.
· Theory Y, also developed by McGregor, is more optimistic about the workforce. The concept indicates that workers are self-motivated, want greater responsibility, and can solve problems creatively. This theory advocates participatory management, where workers have greater autonomy and participate in decision-making. This debate focuses on intrinsic motivation and its use to meet workers' high self-fulfilment and recognition needs (Bobic and Davis, 2003).
· Ouchi's Theory Z combines American and Japanese management styles. Long-term employment, cooperative decision-making, and complete employee welfare are the main goals. This technique mixes American individualism's efficiency with Japanese collectivism's team and organisational devotion. Ouchi and Jaeger (1978) say this study's management approach improves individual autonomy and group cohesion.
· Many assumptions and strategies in this context show the variety of management and leadership tactics. Each method addresses different employee motivations and organisational goals.
Advantages and Disadvantages in Practice
The practical efficacy of Theories X, Y, and Z is contingent upon the organisational setting and the inherent characteristics of the tasks at hand. Every theoretical framework has inherent strengths and weaknesses that become evident when used within various contexts.
Theory X 
In contexts characterised by the presence of repetitive and regulated work, as well as a paramount emphasis on safety and rigorous adherence to regulations, the structured and prescriptive approach of Theory X may provide significant advantages. Consistency, dependability, and adherence to established protocols are crucial in such contexts and may be ensured by this kind of leadership (Robbins and Judge, 2019). Nevertheless, a significant limitation of this phenomenon is in its capacity to impede the expression of creativity and hinder the advancement of innovative ideas. In businesses that prioritise flexible thinking and innovation, such as the creative and knowledge-based sectors, the authoritarian and controlling characteristics associated with Theory X may have adverse effects. This may manifest in employee unhappiness and a dearth of inventive problem-solving approaches.
Theory Y 
Theory Y, which places emphasis on the empowerment and fostering of creativity among employees, is especially suitable for dynamic situations where innovation plays a critical role. According to Northouse (2018), this strategy has the potential to augment work happiness, cultivate innovative problem-solving skills, and ultimately result in increased overall productivity. Nevertheless, a drawback of this approach is its possible lack of efficacy in situations that need more regulation and oversight. In scenarios when activities need a considerable degree of accuracy or under crisis circumstances that demand prompt and resolute action, the participatory and consensus-oriented approach of Theory Y may exhibit diminished efficacy.
Theory Z 
Theory Z places emphasis on the establishment of enduring employment relationships and a comprehensive consideration of employee welfare, with the goal of cultivating a steadfast and dedicated workforce. The use of this methodology confers benefits in cultivating a robust organisational culture and promoting loyalty, hence resulting in sustained performance and a committed staff (Ouchi  and Jaeger, 1978). One of the main drawbacks associated with Theory Z is to its inherent propensity for limited adaptability and comparatively sluggish decision-making procedures. In sectors characterised by fast change or requiring prompt decision-making, the consensus-driven approach of Theory Z may impede responsiveness and adaptation.
Role of Culture and Personal Differences
Theory X, which places a strong focus on hierarchies and directed leadership, tends to fit more well with cultures that have a large power difference between individuals. In these kinds of societies, the uneven distribution of power is often accepted, and the establishment of several lines of authority is seen as more desirable. According to Javidan, Dorfman, Luque, and House (2006), workers who have been socialised in accordance with these cultural norms may react better to the directive and control-oriented style of Theory X. On a more individual level, those who are more comfortable with discipline and explicit commands may feel that this approach is more suitable to their work ethic and expectations.
Theory Y: On the other hand, societies that place a high priority on self-expression, individual initiative, and a close relationship between individuals and power are more likely to foster the growth of Theory Y, which advocates for autonomy and empowerment. According to Gelfand, Erez, and Aycan (2007), these cultural contexts are more receptive to participatory management methods and offer an atmosphere that is favourable for the development of Theory Y's guiding principles. Employees who are self-motivated, who take responsibility with a good attitude, and who are interested in both personal and professional growth are more likely to react favourably to this strategy.
Theory Z: Because collectivist cultures place a greater focus on the aims of the group, the well-being of the group, and the stability of the situation over the long term, Theory Z is especially well-suited to these kinds of societies. Such cultures often place a high priority on harmony, the ability to work together, and devotion to the organisation, which is in line with the concepts outlined in Theory Z (Triandis, 1995). For this theory to work, it is necessary for workers to place a high value on their long-term security, recognise the importance of their connection to their employer, and feel at ease participating in group decision-making.
Nevertheless, it may be argued that the efficacy of Theories X, Y, and Z in the realm of leadership and management is contingent upon several factors such as the specific organisational context, the inherent characteristics of the tasks at hand, and the diverse cultural and individual attributes shown by the workforce. A comprehensive comprehension of these ideas may assist leaders in adopting management approaches that are more adaptable and suitable to different situations.
B. Factors Influencing Leadership Style
When examining the implementation of situational leadership, it is important to consider a multitude of aspects that exert an effect on leadership style. Factors that influence the situation include the intricacy of the work, the prevailing organisational culture, and the external environment (Goleman, 2000). For example, jobs that are intricate and lack certainty may need a more authoritative and involved approach, while duties that are regular in nature might be effectively handled via a more permissive leadership style (Yukl, 2002).
The organisational culture also plays a crucial role. In a cultural context that places a high emphasis on autonomy and creativity, it may be argued that a participatory leadership style may provide greater effectiveness. On the other hand, within organisational cultures that adhere to more conventional and hierarchical structures, the use of a directive leadership style may be essential to maintain efficiency and provide a sense of order (Schein, 2010). The leadership strategy may be influenced by several factors in the external environment, such as market dynamics and competitive pressures. In a sector characterised by swift and dynamic transformations, leaders may find it imperative to exhibit heightened flexibility and adaptability, constantly modifying their approach to leadership to effectively manage new obstacles (Burns, 1978).
Organizational Example: Technology Startup vs. Established Corporation
Within the framework of situational leadership, an illuminating analysis may be conducted by juxtaposing the dynamics of a technological startup and an established business. This comparative examination provides valuable insights on the adaptability of leadership styles in many organisational contexts.
Technology Startup
Transformational leadership is required in technical startups, which operate in dynamic and competitive markets. Leaders must be visionary to inspire their workforce to think creatively and innovatively. Transformational leadership, which emphasises change and innovation, fits this demand. According to Bass and Riggio (2006), leaders encourage creative thinking to promote risk-taking and push individuals beyond their limits. The above strategy helps startups traverse the changing terrain by quickly adapting to new trends and technology, assuring their sustainability and success.
In startups, when resources are limited and the organisational structure is still being developed, transformational leaders help employees feel purposeful and dedicated. According to Avolio and Bass (1995), businesses often emphasise the company's goal's optimistic prospects and each team member's potential impact.
Established Corporation
On the other hand, for a well-established firm functioning in a relatively stable and predictable sector, a transactional leadership style may be seen more suitable. The primary emphasis is on maintaining order, coherence, and efficacy. Transactional leadership is a leadership style that prioritises the implementation of clear procedures, routine, and rewards based on performance. This leadership approach is particularly suitable for circumstances where the main objective is to optimise well-established processes (Bass, 1985).
Leaders within these businesses may choose to utilise directive or coaching methods, particularly within divisions that prioritise accuracy and dependability. In the context of manufacturing or operations, leaders often establish explicit objectives, carefully monitor performance, and provide direct feedback (Avolio and Bass, 1995). This approach guarantees adherence to specified procedures and the achievement of performance benchmarks. However, it may be argued that a technological startup flourishes when led by a transformational leader who cultivates a culture of innovation and adaptation. Conversely, an established business tends to get advantages from transactional leadership, which prioritises organisational order, efficiency, and consistency.
Advantages of Situational Leadership
· Situational leadership may adapt to changing team needs and situations. This leadership style helps executives navigate organisational complexities by adapting and adjusting.
· A major benefit of situational leadership is increased worker involvement. Leaders that modify their approach to their team members' needs and growth phases increase support and understanding (Graeff, 1983).
· A personalised approach helps manage each employee's unique needs and development needs, creating a more engaged and motivated workforce (Hersey and Blanchard, 1969). When people believe their leaders are actively developing them and adapting their leadership style to help them progress, employees are more likely to respond positively.
· Situational leadership boosts team efficiency and production. By adapting their leadership style to the situation, leaders may ensure job completion. In critical situations with serious repercussions, a more authoritative attitude may be necessary. A more hands-off style, known as delegative leadership, may be better for tasks involving talented and confident team members (Blanchard, Zigarmi, and Zigarmi, 1985).
· Adaptability helps leaders achieve goals faster, improving team performance and morale. Situational leadership is pragmatic and effective in the modern business world because it can adapt to changing situations and meet team members' different needs. (Hersey and Blanchard, 1969).
· Situational leadership is a successful management tool since it can adapt to current work and team needs.

Current and Recent issues that have impacted UK business.
In recent years, the business environment of the United Kingdom has seen a notable impact due to a convergence of exceptional problems. Small firms and their leadership have been required to demonstrate adaptation and resilience in response to these challenges.
[bookmark: _Hlk150628296]The COVID-19 pandemic has had a significant impact on global health and economies. The epidemic has resulted in a significant transformation in the operating capacities of enterprises. The implementation of lockdown measures necessitated the closure of physical establishments, compelling firms to swiftly transition to digital platforms to sustain their operations. (Baldwin and Weder di Mauro, 2020). Also, the significance of agile leadership has assumed great relevance, given the need for leaders to make prompt judgements, sometimes under conditions of little information.
[bookmark: _Hlk150628270]The withdrawal of the United Kingdom from the European Union, often referred to as Brexit, has resulted in significant legislative modifications, transformations in the labour market, and adjustments to trade agreements. Small enterprises have had challenges in adapting to the recent regulations governing the export and import of commodities, resulting in both time inefficiencies and escalated expenses (Wajcman, 2017). To handle the challenges posed by these tumultuous circumstances, leaders have been compelled to actively pursue alternative supply chains and expand their market reach beyond the confines of Europe.
Climate-related disasters, particularly flooding, have shown an increased frequency, which may be attributed to the influence of climate change on the intensification of extreme weather occurrences (Carvalho, 2017). Natural catastrophes have the potential to cause significant disruptions to supply chains, inflict damage to property, and bring company activities to a standstill. In instances of this kind, proficient leadership often include the aptitude for crisis management, the evaluation of risks, and the capacity to guide endeavours towards recuperation.
The increasing dependence of organisations on digital technology has led to a corresponding rise in the vulnerability to cyber-attacks. Small enterprises sometimes lack the comprehensive cybersecurity protocols that are typically present in bigger firms, rendering them especially susceptible to security breaches. It is essential for leaders to place a high level of importance on cybersecurity, ensuring that it is given priority within their organisations. Additionally, leaders should take the initiative to educate their teams on the many aspects of cybersecurity, equipping them with the necessary knowledge and skills to effectively mitigate potential threats (Ebell and Warren, 2016). Furthermore, leaders should also focus on the development of thorough incident response plans, which outline the necessary steps and procedures to be followed in the event of a cybersecurity breach or incident.
The emergence of artificial intelligence (AI) and automation has given birth to a multitude of prospects and complexities. Although these technologies have the potential to enhance efficiency and save expenses, they also give rise to apprehensions over job displacement and the need for acquiring new skills. (Wajcman, 2017). To effectively manage the integration of new technology, leaders must carefully consider the potential impact on their staff.
The phenomenon of inflation and its subsequent impact on the cost of living has resulted in a significant erosion of individuals' buying power, so giving rise to a problem in meeting basic expenses. Small enterprises encounter elevated operational expenses and diminished customer expenditure. To maintain both quality and employee well-being, leaders must strategize methods to reduce expenses.
Zero-hour contracts, despite their provision of flexibility, give rise to financial instability among workers. Leaders are confronted with the ethical dilemmas associated with ensuring equitable working conditions while simultaneously maintaining a workforce that is adaptable and responsive.
Leaders must exercise great consideration in addressing each of these challenges, striking a delicate balance between the immediate demands of their company, the welfare of their people, and the enduring viability of their operations. According to Baldwin and Weder di Mauro, (2020) leaders are increasingly seeing the need of modifying conventional leadership approaches to effectively address the complexities of contemporary situations. This entails integrating greater levels of empathy, flexibility, and a heightened emphasis on fostering employee engagement.
Example:
An illustrative instance of a United Kingdom-based small business adeptly managing contemporary obstacles may be seen in the case of a regional autonomous bookshop amongst the COVID-19 epidemic. With the implementation of lockdown measures, the bookshop saw the harsh reality of a decline in its client base because of the compulsory closure of its physical premises (Baldwin and Weder di Mauro, 2020). The bookstore's leadership was compelled to respond promptly and creatively to secure the business's viability. Therefore, in response to the growing recognition of the potential of online sales, the leadership of the bookshop promptly undertook the development of an e-commerce website. The company exhibited their distinctive assortments on the internet and offered tailored literary suggestions, a service that garnered appreciation from their clientele inside the physical retail setting.
[bookmark: _Hlk150628529]Community Meeting: The organisation used social media platforms to establish and sustain a relationship with their community, organising virtual events such as book readings and conversations. This not only served to maintain the engagement of their existing client base but also garnered the attention of potential consumers seeking strategies to navigate the period of lockdown (Carlos and Mayo, 2008).
The bookshop saw problems in its supply chain because of the epidemic. The leadership engaged in negotiations with local writers and suppliers to establish a more dependable and efficient book sourcing process. This strategic approach transformed a possible vulnerability into a distinctive competitive advantage by actively supporting local literature (Solinger, Jansen and Cornelissen, 2020).
Employee Well-being: Despite the financial difficulties, the management made the decision to refrain from implementing zero-hour contracts and instead chose to maintain their workforce by reducing their working hours. The individuals engaged in open and honest communication with their team members on the financial well-being of the bookshop, therefore cultivating a shared feeling of accountability and dedication (McCauley and Palus, 2021).
The outcome was the survival of the bookshop throughout the pandemic, accompanied by an expansion of its client base and a reinforced online presence. The rapid assimilation into the realm of electronic commerce, emphasis on fostering community participation, astute modifications to the supply chain, and unwavering dedication to the welfare of employees were shown to be efficacious tactics (Carlos and Mayo, 2008).This exemplification underscores the significance of adaptable leadership within the context of small enterprises when confronted with crises. The leadership shown by the bookseller included a blend of transformational and situational leadership approaches, enabling them to make choices that effectively addressed the dynamic external landscape while simultaneously maintaining internal organisational stability.
Conclusion and Recommendation for the Level 5 Student
· The Level 5 student running a small firm may choose Theory Y and Theory Z leadership styles. Theory Y's focus on employee empowerment, self-motivation, and participatory management fits small businesses' dynamic and adaptive character. This method may boost employee happiness, creativity, and workplace culture, which are essential for small company development and survival (McGregor, 1960).
· [bookmark: _Hlk150628995]Adding Theory Z's emphasis on long-term employment and collaborative decision-making may boost team cohesiveness and commitment. This may foster a secure and supportive workplace that encourages workers to invest in the company's future (Ouchi, 1981).
· Theory X's directed approach should be utilised sparingly and in circumstances that need unambiguous instruction and control (McGregor, 1960).
Relevance of Leadership in the Current Socio-Economic Context for UK Businesses
Leadership is more important than ever in the contemporary socio-economic environment, especially in the UK where firms confront issues including post-Brexit trade adjustments, the COVID-19 pandemic aftermath, and fast technology advances. Theory Y leadership is significant for its flexibility and adaptability (Ouchi, 1981). This approach helps companies manage uncertainty, innovate, and adapt to market and workforce changes. Since sustainability, employee well-being, and long-term organisational resilience are becoming more important, Theory Z's collaborative and holistic approach is relevant. In this setting, leadership that balances employee demands with organisational objectives may help a corporation survive and prosper (Ouchi, 1981).
In conclusion, for students and UK firms, a leadership strategy that blends Theory Y's empowerment and participation with Theory Z's long-term, communal emphasis works best. This strategy meets the requirement for adaptation, creativity, and resilience in the face of economic and societal difficulties.




Part 2: Reflective essay
Evolving Leadership Skills and Personal Development
Introduction
The process of acquiring knowledge and understanding in the field of leadership may be likened to the intricate task of manoeuvring through the intricate interplay of human relationships and organisational dynamics.  The cultivation of emergent leadership talents seems to be a viable approach for effectively managing power and exerting influence. This article provides a narrative of my own experience in the Emergent Leadership Skills curriculum, whereby I gained insights into the characteristics and nuances of conventional, transformational, as well as Theory X, Y, and Z leadership styles. This paper serves as a reflection on the author's experience in the Emergent Leadership Skills programme. Hence, the scholastic setting and scholarly discourse on academic texts provided valuable perspectives and fostered students' contemplation about proficient leadership. 
This reflective essay integrates scholarly information with personal views and experiences to draw conclusions. In current lively constantly shifting work environments, the autocratic, democratic, laissez-faire, participative, and situational types of leadership will be investigated for their actual use and relevance. Therefore, the leadership styles that have been outlined will be subject to examination. The test for this module has been comprehensive, nevertheless, the essence of the educational experience lies in an individual's ability to engage in introspection over their leadership journey and effectively apply the leadership models that have been discussed.
Main Body 
As I advanced through the Emergent Leadership Skills module, I had a strong inclination towards exploring several leadership theories, each of which presented unique attributes and leadership styles that have significant importance in many organisational contexts. The juxtaposition of human motivation and management presented in McGregor's Theories X and Y provided me with significant insights and valuable perspectives. The assumption of Theory X, which suggests that employees have an inherent dislike to labour, led to a contemplation of the fundamental nature of motivation. In contrast, Theory Y presents an optimistic perspective on the potential of employees, which aligns more closely with my own leadership style (McGregor, 1960). In a comparable manner, it was discovered that Ouchi's Theory Z, which underscored the amalgamation of American and Japanese management approaches and advocated for a participatory decision-making process and extended tenure to cultivate employee allegiance and organisational steadiness (Ouchi, 1981), proved to be highly relevant to this issue. The comprehensive viewpoint of this theory seems to encapsulate the current understanding of the significance of achieving work-life balance and fostering employee well-being. I found the module's exploration of transformational leadership especially intriguing, since it centres on the notion of inspiring and motivating individuals to transcend their own interests to benefit the collective. Burns (1978) underscored the significance of dialogues pertaining to this leadership approach, highlighting the ability of transformational leaders to instigate substantial organisational transformations. Through the process of examining these concepts, I gained a deeper understanding of my own leadership style and potential biases. This self-realization extended beyond the confines of academic requirements. For example, the concepts of Theory Y and Z, which prioritise employee engagement and welfare, often align with my own inclination towards a participative approach. Upon comprehending Theory X, it became apparent to me that some circumstances may warrant adopting a more authoritative stance and expeditiously arriving at a choice. The process of evaluating my own leadership philosophy considering the theoretical framework presented in this session has proven to be a valuable endeavour in fostering critical self-awareness.
The interactive training on situational leadership imparted a full understanding of its dynamic and adaptable character, so greatly enhancing my concept of leadership. Consequently, this educational experience had a substantial impact on my understanding of leadership. During a leadership exercise including the presentation of several leadership solutions to diverse team scenarios (Hersey and Blanchard, 1969), a moment of epiphany occurred whereby the profound importance of context in leadership became apparent to me. The moment of epiphany occurred when I comprehended the profound significance of context inside the domain of leadership. Additionally, the role-playing exercise replicated the conditions of a project team operating under a strict time limitation. In my role as the appointed leader, my first strategy was typified by an inclusive approach, whereby I aggressively solicited opinion and direction from all members of the team. On the contrary, as the length of the session advanced and the level of simulated pressure escalated, it became apparent that a more authoritative approach to project management was necessary to secure adherence to the predetermined deadline. The event functioned as a significant turning point, as it revealed the pragmatic essence of Hersey and Blanchard's concept. According to the model proposed by Hersey and Blanchard (1988), successful leadership is characterised by adaptability rather than being fixed. This adaptability considers the maturity level of followers as well as the unique needs of the scenario. This point in time played a crucial role as it illuminated the logical essence of Hersey and Blanchard's paradigm. Hence, the cultivation of my leadership aptitude has been shaped by the acknowledgment that proficient leadership necessitates the capacity to adapt to one's surroundings and undertake various responsibilities in accordance with varying circumstances. The event successfully challenged the idea that a single leadership style could be universally applicable, therefore emphasising the complex skill of precisely assessing a team's requirements and reacting accordingly. Furthermore, the examination of case studies of influential leaders who adeptly used many leadership styles to align with the needs of their organisations has enhanced my comprehension of the pragmatic application of situational leadership theory (Northouse, 2016). The observation was supported by the findings derived from the performed case studies. As a result, I have developed a greater ability to traverse the intricate web of interpersonal relationships inside organisational contexts.
Upon meticulous evaluation, it becomes apparent that the module provided a comprehensive analysis of conventional leadership ideas and practises. However, it was observed that several aspects were deficient, particularly in terms of developing leadership theories such as remote leadership, cross-cultural competencies, and the integration of artificial intelligence (AI) in leadership decision-making. Furthermore, the worldwide proliferation of remote labour, accelerated by the COVID-19 pandemic, has necessitated the development of a distinct leadership approach. The successful implementation of remote leadership requires a heightened focus on efficient communication, the creation of trust among team members, and the use of technology to overcome geographical limitations. Consequently, this style of management neglects to recognise the difficulties linked to maintaining employee engagement and fostering a cohesive corporate culture in the absence of face-to-face interactions. Another aspect that seems to have received little scrutiny was the notion of cross-cultural leadership, which is increasingly gaining importance within the framework of our linked global economy. To lead successfully in many cultural contexts, it is necessary to possess a thorough understanding of various cultural dynamics and to refrain from exhibiting ethnocentric inclinations. Moreover, the incorporation of theoretical frameworks such as Hofstede's cultural aspects or the GLOBE research into the educational programme would be beneficial, as they provide conceptual frameworks for understanding the impact of culture on leadership effectiveness (Hofstede, 1980). Moreover, the examination of the correlation between leadership and technology, specifically in the realm of artificial intelligence (AI), was determined to be inadequately explored. The use of artificial intelligence (AI) in the process of decision-making, predictive analytics, and the enhancement or replacement of human leadership gives rise to noteworthy ethical and practical considerations within the domain of leadership. Moreover, the significance of this disparity is particularly pertinent considering the need for leaders to address the implications of artificial intelligence on labour dynamics and the ethical deployment of such technologies. To reconcile these disparities, future iterations of the module might potentially include current trends and research in these domains, ensuring the sustained pertinence and comprehensiveness of the leadership curriculum, and equipping students with the necessary skills for the challenges inherent in modern leadership roles.
After engaging in self-reflection on my own leadership style, I have identified a notable affinity towards the situational leadership model. This particular framework emphasises the need of adaptability in addressing the distinct needs of my team and the contextual factors at play (Hersey and Blanchard, 1988). In the realm of practical implementation, I often use a combination of directive and supportive behaviours, while evaluating the competence and commitment levels of my team members in order to ascertain the most appropriate leadership approach.
During a significant project within my professional setting, I demonstrated a conspicuous directive leadership approach by defining defined milestones and instituting frequent check-ins in response to the team's evident need for further guidance.  Furthermore, the approach used coincides with the study undertaken by Bass and Riggio, (2006) which posits that leaders play a crucial role in offering a sense of structure and order in times marked by ambiguity. As the proficiency of the team improved, I transitioned to use a delegative leadership approach, so affording team members a greater degree of autonomy. 
A further exemplification may be seen in my response to an internal conflict inside the team. Applying a supportive approach, I facilitated a session in which each team member was provided with the chance to articulate their concerns, in keeping with the empathetic leadership principles outlined by Burns, (1978). The successful execution of this intervention has shown to be beneficial in the enhancement of team cohesion and the fostering of a positive work atmosphere. This outcome is consistent with the conclusions drawn by Yukl (2010), who argued that leaders who demonstrate proficiency in managing interpersonal connections and fostering social capital are more inclined to achieve success.
[bookmark: _Hlk150629526][bookmark: _Hlk150629552]These experiences exemplify a leadership aptitude that is underpinned by flexibility and a dedication to adjusting to the evolving dynamics of the team and the specific role. The comment underscores my conviction on the need of adopting a leadership style marked by active listening, flexibility, and empowerment. Furthermore, this style of leadership is consistent with the primary emphasis on emotional intelligence and leadership that places a high value on addressing the needs and welfare of people (Greenleaf, 1977).  Based on the examination of these illustrative workplace scenarios, it can be inferred that my leadership approach is characterised by flexibility rather than rigidity. This entails using a variety of tactics to enhance team effectiveness and accomplish desired objectives. The practical application of these styles has included not only the facilitation of others but also entailed a journey of self-discovery and the development of individual leadership skills (House, et. Al., 2004).
[bookmark: _Hlk150629573]Upon contemplation of my professional trajectory, it is evident that the module pertaining to the cultivation of leadership aptitude has had a significant impact on my methodology in addressing obstacles encountered within the workplace. The transition of our organisation from a traditional in-office work model to a hybrid work model exemplified the use of these concepts. Furthermore, I effectively assumed a leadership role in guiding my team through a process of change by using Heifetz's (1994) adaptive leadership principles. I attentively addressed their concerns, arranged meetings dedicated to resolving issues, and cultivated an environment conducive to transparent communication. These actions are in alignment with the participatory leadership ideas. Consequently, the change resulted in a notable enhancement in team morale and productivity that beyond initial estimates. According to Greenleaf, (1977) effective change leadership necessitates the use of clear communication and empowerment, both of which are shown by this achievement eight-step change model proposes a structured framework for the implementation of change, after a comprehensive study. To enhance the effectiveness of my adaptive leadership style, I want to make deliberate and systematic adjustments. The time-driven model of decision-making proposed by House, et. Al., (2004) was used to effectively oversee a project characterised by a stringent timeline. The user exhibited prompt and resolute decision-making abilities while operating under time constraints. Nevertheless, when faced with significant decisions that have enduring implications, the user shown a willingness to engage in collaboration. The completion of the project provided empirical evidence of the model's efficacy in practical applications. I have discovered potential areas for improvement in achieving a harmonious balance between the speed of decision-making and the level of team participation. Therefore, the workplace experiences discussed are grounded on the concept that leadership encompasses the acts of the leader, the feelings of the followers, and the contextual factors. The data presented provides empirical evidence that the concept within the module has practical use as effective instruments for leadership. The results of the programme have had a significant impact on my approach to leadership and have provided me with a theoretical framework to better understand and analyse my instinctual reactions to various workplace issues. The experiences serve as evidence of the practical application of leadership theories. I am dedicated to enhancing my approach by integrating academic concepts into my professional endeavours.
Conclusion
In summary, the module focused on establishing leadership skills has significantly contributed to the development of my leadership abilities during this introspective expedition. The programme not only provided me with a theoretical framework for understanding the intricacies of leadership, but it also offered a lens through which I could analyse and improve my own leadership style. Consequently, the integration of concepts such as adaptive leadership, participative decision-making, and situational leadership realism has greatly bolstered my approach to leadership while overseeing teams, especially during times marked by fluctuation and unpredictability.
The use of these theoretical frameworks in my working setting has underscored the significance of academic principles in real-world situations. However, the examples presented in this article provide a restricted representation of the specific ways in which the content of the module has directly influenced my approach to leadership and the outcomes I have achieved. In my endeavour to enhance my leadership skills, the knowledge and strategies obtained from this module will serve as invaluable assets, offering direction and assistance in efficiently navigating the intricacies and challenges connected with modern leadership.
The course has not only expanded my comprehension of other leadership styles but also prompted me to contemplate my own approach to leadership. In the future, my objective is to enhance my proficiency in adjusting my leadership approach to accommodate diverse circumstances, while consistently acquiring knowledge from both accomplishments and obstacles.
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