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Defining Leadership and Contrasting with Management
Leadership is a power of transformation which instigates and supervises people to conquer common objectives based on the influence, motivation, and spirit of collaboration. It captured the essence of the art of change manoeuvring, cultivating innovation, and advancing a vision of the collective. On the other hand, management is chiefly administrative and focused on the efficient planning, organising, and coordination of resources for the attainment of specific objectives. Management tries to achieve an adequate level of stability, effectiveness, and efficiency under the established arrangements (Siangchokyoo et al., 2020)
However, the distinction of leadership as a contrast to management runs deeper than mere organisational performance. Leadership is dynamism which is not only changing and dealing with uncertainty but also giving stability which the management provides for the orderly running of everyday operations. Contrasting these notions highlights the fact that organisational leadership requires careful management of both innovation promotion and operational proficiency. In a nutshell, leadership is geared to the future by motivating people to dare and break dimensions, while management is tailored to the present which means that issues in management are already present. This way, they become the roadmap for executing the spherical and durable organisational success (Drummond, 2020).
Introduction to Theoretical Approaches 
Leadership can only be described by theory, and therefore, using different theories would let us examine and comprehend different leadership approaches. These include:
Trait Approach: What is the leadership trait approach? The trait approach to leadership focuses on the exploitation of individual qualities to make a leader effective. It highlights traits such as confidence, decisiveness, and adaptability.
Behavioural Approach: On the other hand, this method’s emphasis is placed on actions and behaviours; therefore, it focuses on how leaders behave in different situations, putting priority on observable actions and their relevance to followers (Asbari, 2020).
Situational Approach: The situational approach contends that effective leadership comprises context dependency, implying that different situations require different leadership styles.
Transformational Approach: At the core of transformational leadership is the philosophy of inspiring and empowering followers, which promotes the delivery of positive change through the process of innovation, creativity, and common vision.
Task vs. Relationship
A key feature of leading is the relevance to the distribution of work between task-oriented and relationship-oriented approaches. Leaders who are focused on tasks place special attention on achieving tasks and aims precisely and efficiently, as they put productivity first. While as the other hand, relationship-oriented leaders put more effort into interpersonal relationships, collaboration, and the creation of a great team environment. Task- and relationship-orientation is a key to effective leadership functioning in the diversity of organisational contexts (Wang et al., 2021).
This report aims to go through the fine-tinted leadership theories lens Theory X, Y and Z, considering more of the Trait, Behavioural, Situational and Transformational approaches. It studies real-life cases and analyses how factors like task and relationship dimensions play a role in leadership and what the practical applications are. As we dig into the theory in each chapter, readers will see how theory, context, and real-world examples of leadership all fit together, giving a full picture (Bakker et al. 2023).



[bookmark: _Toc162511316]Critical explanation of Theory X, Y & Z leadership
Definition and Description
The application of three different Theory X, Theory Y, and Theory Z models in organisations revealing of is different views regarding employee motivation, work ethic, and management styles. These theories have been largely responsible for the redefinition of management practices and organisational behaviour studies since their creation (Dasgupta et al., 2020).
Douglas McGregor also, an American social psychologist, introduced Theory X and Theory Y in his book "The Human Side of Enterprise" published in 1960. Theory X assumes that people naturally do not like work and would never do anything that is unpleasant. This theory claims that people have a natural tendency of being lazy and lack a desire to work hard even when submitted to direction, supervision, and control. Leaders following Theory X often prefer an authoritative leadership style, monitor their subordinates closely, and believe in the necessity of employees being monitored and directed efficiently to achieve high productivity. In line with this, Theory X appears as a negative approach to human nature and declares that task performance requires employees to have external motivators (Alcantud, J.C.R., 2021).
While Theory Y sees the best side of human nature and work, Theory X gives a gloomy outlook. McGregor insisted that people are by nature not lazy, but they are motivated internally, and tend to maximise their satisfaction through work. Theory Y believes that the employees are able to work as self-directed, intuitive, and able to take their responsibilities into account. Theory Y-based managers promote employee self-empowerment, employee participation in decision-making, and safe work environments in which employees are motivated to grow. They rely on their employees, charge them with authority, and provide avenues for learning and development. Theory Y assumes a more democratic style of leadership as people value collaboration, autonomy, and employee development (Bokrantz and Dul, 2023).
William Ouchi, a management theorist, further expanded on McGregor's work and introduced Theory Z in his book "Theory Z: "How American Business Can Meet the Japanese Challenge", published in 1981. Through the integration of Japanese and American practices, theory Z endeavours to achieve organisational efficiency. Ouchi noticed that Japanese companies demonstrated stable organisational cultures where there was high employee loyalty, consensus decision-making and long-term employment perspective. Theory Z stresses that creating a relationship-based work environment which is centred on employee well-being, job security, and long-term relationship between managers & staff is of paramount importance. It supports a shared leadership style in which employees take part in decision-making, and the company’s objectives are achieved jointly. The focus of Theory Z is on the creation of a spirit of community and a system of mutual trust in an organisation, where employees and managers are bound together like a family (Mollabashi et al., 2021).
Comparison and Contrast
Theory X, Theory Y, and Theory Z, in turn, provide three opposed views on human behaviour in organisations and differ in proposed management and leadership styles. While Theory X and Theory Y present opposing views, Theory Z has the ingredients from both to create a comprehensive framework for examining organisational patterns (Setiawan et al., 2021). 
Theory X rests on the assumption that employees are basically unproductive and require a strict supervision as well as control to maintain productivity. According to Theory X, the managers adhering to this theory favour the authoritarian type of leadership, which comprises hierarchy and structure. They subscribe to the view that tough rules and punishments are effective ways by which targets may be reached and objectives met. This technique is goal-directed and prioritises accomplishment rather than relationship building or employee well-being.
Theory Y would be a crucial theory that would shape the culture and management strategy significantly in the case of a small creative agency in the UK. Over there, the leadership style of either the owner or the manager is consultative rather than commanding, appreciating that employees as intrinsically motivated humans can take responsibility for their work. First, a manager gives tasks and does not micromanage them but stimulates teamwork and autonomy, where the team members are the owners of their projects. Team meeting is not limited to task assignment but rather through interaction to come up with ideas and a common direction. Workers are brought in the creative process that includes their ideas and insight, which results in lively exchange that in turn better the existing solutions. The duty of the manager is to entrust each team member with their own skills and judgments, allowing them to try the different angles and experiment with the new approaches (Islam and Kalumuthu, 2020).
Besides, the organisation promotes personal and professional enrichment through engaging in training and workshops, skill development courses, and mentorship programmes. Workers feel respected and guided in their career path, hence, they are less likely to leave the organisation and more likely to stay for long. The approach to creating intense relationships is obvious in the company's way of life that praises teamwork and brotherhood. The manager spends time with the team members to listen to them, give feedback, and acknowledge their achievements. As a consequence of this, employees develop a feeling of being part of something and are motivated to invest their best efforts in the success of the company. Consequently, this encouraging work atmosphere is not only an advantage for the morale and performance of staff but attracts top people and contributes to the long-term success of the business (Hunaida et al. 2020).
The theory of Z proposed by William Ouchi is an attempt to close a gap between Theory Z and Theory Y through integration of the elements from each of these two approaches. This principle provides a balance between work accomplishment and social recognition as well as the organisation culture. Theorist Z advocates for establishment of group feeling and belongingness within the organisation, which ensures that employees are fully devoted to the organisation in the long term. Managers who retain Theory Z principles favour consensus decision-making, involvement of workers in operational matters, and setting a common goal for all. They have strong commitment to worker health and good job conditions, since a good workplace has a major role in the business success.
All three of the theories believe in the significance of leadership competencies and abilities that are streamlined in getting the job done right. Theory X puts forward a case in which centralised control and authority are emphasised, and it focuses on managerial direction and supervision. The communication, trust, and empowerment should be the key factors on which effective communication, as well as collaboration, should depend according to Theory Y. In Theory Z, leading by example is an important part of creating a safe work environment and strengthening the line between management and workers (Dasgupta et al., 2020).
Real-life Examples for Small Businesses
Theory X
High safety regulation industry such as construction or manufacturing is what Theory X ride on. For instance, you might want to imagine a company providing construction services in the UK with safety issues being its primary concern as a result of the risks involved. The owner or the manager should probably choose the Theory X approach in order to insure absolute observance of safety protocols and rules. Employees could be subject to close monitoring, and measures could have been put in place for workers to abide by safety rules. On the one hand, such an approach makes for risk mitigation as well as requirements fulfilment, but on the other hand it may result in disengagement and reduced creativity. Workers will most likely be unmotivated and might find it stressful because it may feel like you are being monitored and everything that is done is being scrutinised (Alcantud, J.C.R., 2021).
Theory Y
In creative professions like graphic design or software development, managers may benefit from Theory Y. For an example, take a small creative agency working in London where care for details and innovation are key to success. The leader or manager had a choice of applying a Theory Y model that would motivate employees to exercise independence on projects and give a chance for people to engage in collaboration and creativity. Employees are given the freedom to devise innovative answers on their own, which in turn adds diversity and dynamism to the work environment. This pathway generates employee engagement as well as motivates them when they know their opinions are respected and they have such room to be creative. In the process, the enterprise gains a better opportunity to adjust to the altering market requirements and stay above the competition.
Theory Z
In small family businesses like cafes or shops, Theory Z principles may be used more often. Let's take for example a family-run bakery in a small town in the UK. The business has been in the family from generation to generation and there is a strong cultural and community feel about the organisation. The owners focus on building a positive workplace culture where the employees are considered family members. They provide sustained employment, personal development support, and efficient interactions with workers and clients. This method builds dedication and allegiance among employees who tend to do even more to ensure the business' accomplishment. Nevertheless, for a small family business that tries to implement Theory Z principles, the problem could be if they face with changing market conditions and industrial trends very quickly (Mollabashi et al., 2021).
Role of Culture and Individuality Differences
Theory Z pays a particular attention to the collective decision-making, job stability and organisational care, which is in line with the values of collectivist cultures that emphasise harmony, loyalty, and teamwork. In cultures that emphasise collective interests, employees tend to respect teamwork, build consensuses, and create positive work relationships. As such, in Japan, where belonging to a group and loyalty to an organisation are applauded to the highest level, Theory Z principles are often adopted in management practice.
Theory Y with its focus on individual creativity, autonomy and employee empowerment may strike a better chord with younger them like Gen Z/Millennials who focus more on personal growth, autonomy, and work-life balance. They assign high value to flexibility, collaboration, and a chance to be themselves at workplaces. The managers who use Theory Y are more likely to attract and retain young talent thanks to a supportive environment for work that in fact builds creativity, innovation, and personal development.
It is important to realise that divergences are not constrained to age groups. Some of the influential factors that determine decisions and behaviour of the employees include gender, ethnicity, religion, politics, and family dynamics. For instance, Theory X approach, based on control and command leadership, can unintentionally increase the gap in gender equality by preserving the traditional role specification and lack of chances for a woman to reach higher positions in the career. In contrast, Theory Y or Z approach, which advocates diversity, inclusion, as well as equality is likely to open up for all the employees to achieve with all of them to succeed regardless of their gender or origin (Setiawan et al., 2021).
Cultural disparities in communication methods, manner of making decisions and conflict resolving techniques can influence the implementation and interpretation of management disciplines in diverse crops of employees. Let us illustrate this with a culture where there are hierarchical structures. In this case, a manager is likely to use Theory X approach, by which he relies on formal authority and top-down decision making. On the other hand, in cultures where egalitarianism and consensus-building take centre stage, it can be more effective to use Theory Z, which puts emphasis on employee involvement and participatory management and seek collaboration and trust.
Another element that may shape organisational culture and management ways is religion. As an illustration, the managers of the companies doing business in countries with greater population of Muslims may have to allow employees to be able to pray or celebrate holidays as a gesture of respect towards their religion and cultural traditions. Furthermore, it is management's responsibility to handle the varying religious beliefs and practices with care to ensure inclusivity and respect for employees from each culture in multicultural workplaces (Islam and Kalumuthu, 2020). 
Family relationships can exert an effect on employees' behaviours and attitudes as well, in small businesses and particularly in the ones that are owned by the family. In that scenario, the managers must cope with the intricate interpersonal relationships and make hard choices between family duties and work obligations. A theory Z could become a solution for this, and this theory focuses on building trusted relationships and providing an encouraging work environment (Hunaida et al. 2020).
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Introduction to Contingency Approaches 
A view of leadership based on a contingency approach highlights the fact that leadership is what is best for each situation, and therefore varying the style of leadership is essential. Three pivotal theories that are associated with this area include the Path-Goal Theory, the Least Preferred Co-Worker (LPC) approach, and Transformational Leadership. Path-Goal Theory puts the leadership styles in a relationship between follow-up goals to ensure transparency on the way to success. To contrast, LPC divides leaders into task or relationship orientation, hence their approach differs based on the situation. Transformational Leadership proves to be the most agile approach that relies on inspiration and motivation to achieve the goal of overcoming various challenges and crises. These theories unified remark that the leaders should be agile and responsive, exhibiting the essential nimbleness of approaching the intricate and dynamic network of organisational environment setups (Asbari et al., 2020).
Current Issues Impacting UK Business 
The business landscape in the UK is undergoing radical changes owing to the myriad of challenges that require quick response, resilience, and facility of strategic foresight. The four critical issues- COVID-19 pandemic, Brexit, Cyberattack and Inflation/cost of living –have restructured the landscape of business, affecting the operations, strategies, and sustainability of the investors.
COVID-19 Pandemic: The COVID-19 pandemic is a unique shock to our system that has brought the biggest disruptions to businesses in the UK like no other, compelling businesses to rethink their operations rapidly. Supply chains had been disrupted, consumer demands experienced a rapid shift to online, and working remotely became a new norm. Organisations had to adopt a completely different approach thanks to which they could remain operational and at the same time guarantee the safety and health of their employees. The pandemic emphasised the imminent need to have robust business continuity plans, technological investments, and being able to switch to unknown challenges quickly enough (McCann and Ortega-Argilés, 2021)
Brexit: Brexit has brought on a host of challenges for UK businesses to overcome and it is still not clear when and how this will end. Likewise, trade exigencies, border security, and the passage of legislation made hard nuts to crack. The implementation of this project with international organisations got murky, thus the planning as well as the adoption of some adapting strategies became necessary. Businesses were now required to redesign the supply chain, understand the new dynamics of the market, and borrow from compliance measures in an attempt to navigate the complexity that Brexit had created. Agility and the ability to be able to quickly adjust, react, skill oneself, and become synchronous with the occurrences were the ultimate tools for curbing the impact of this changing environment (Billing et al., 2021).
Cyber Attacks: The task that businesses face now is sophisticated cyber-attacks. It is because they have no other option that they are striving to boost their cyber security defences. Listening to systematically stored information is of critical importance these days because the attacks try to steal organisations' data and modify their integrity and safety. Web security technologies, employee education and threat detection in real-time are now the ingredients of the digital safety recipes of a business from anywhere in the world that should help its digital assets be safe. An organisation has to be one step ahead of the cyber threats that occur in the dynamic area by protecting the integrity, reliability, and operations of the business without pointedly raising doubts (Chidukwani et al., 2020).
Inflation and Cost-of-Living: Economic challenges that are causing inflation and a high cost of living are generating huge tension for businesses. Juggling between operational expenses and providing employees with a fair wage is a tightrope walk anyone would not like to be caught mid-air. From strategic financial management, and cost optimisation strategies to creative methods to compensation and benefits, these are indispensable to businesses for them to survive the economic crisis. One of the most important things is to strike a proper balance between financial prudence and employee welfare if the organisation wants to thrive and sustain itself (Francis-Devine et al., 2022).
Specific Example Relevant to a UK Small Business 
Following the occurrence of Brexit, an import company based in the UK specialising in pharmaceutical products from EU countries has gone through major challenges. The introduction of trade regulations resulted in delays, and the system became overburdened by paperwork, which challenged the smooth functioning of the company.
Effective Actions: Proactive Adaptation: The CEO of the company decided to adopt the course of action characterised by thorough research on the new regulations. Facing the challenges expected in the wake of Brexit, they immediately made appropriate changes to the import processes of the company which ensured compliance as well as efficiency.
Communication and Collaboration: Through emphasis on clear communication, in the regulated industry, The CEO fused the teams internally and the parties externally. Weekly meetings and improved collaboration tools ensured that everyone was kept updated with the changes and that the compliance standards were met with minimal confusion and disruptions.
Investment in Technology: Being aware of the need for accuracy and effectiveness within the pharmaceutical industry, they made the strategic implementation of technology solutions. These conditions were thought to facilitate the implementation of semi-automatic processes which replace the manual workload, thereby avoiding many documentation errors which could be associated with documentation and, consequently, the integrity of the pharmaceutical supply chain could be maintained (Bagga et al.  2023).
Ineffective Actions: Delay in Preparation: They confronted difficulties in the beginning once they postponed the preparation for the Brexit outcomes. This caused a backlog of orders and put pressure on the supply of major pharmaceutical products, the disruptions of which gave rise to apprehensions on the part of healthcare providers.
Insufficient Training: New regulations were perceived to be simple by the top management which resulted in inadequate training of the employees. This gap ended up in mistakes and institutional compliance problems, which might in the end undermine the quality assurance mechanisms in the pharmaceutical products distribution.
Connections with Contingency Leadership Approaches:
Path-Goal Theory: The small pharmaceutical company, following the scenario- Path-Goal Theory CEO's leadership adapts to the new regulations, supports employees in the effective communication, and invested in technology for smoother transitions in the highly regulated sector.
LPC Approach: The fact that communication and collaboration have priority means that the pharmaceutical sector gives an orientation toward relationships. The organisational approaches and technologies adaptation as well as the investment in technology is more of a task oriented approach and the same is compatible with the LPC approach.
Transformational Leadership: The CEO of the company being transformational leader, took a proactive stance and came up with new ideas, motivated and energised the team during the difficult transition period, also when the British healthcare supply was at stake (Hunaida et al. 2020).
[bookmark: _Toc162511318]Conclusion
In conclusion, effective leadership is always alterable and complex which means that a leader should be able to adapt and respond to changing circumstances. The comparison of the theory X, Y and Z confirms the aspect that the leaders should change their styles according to the team needs. The real-life experiences of small enterprises provide a setting where the multiple angles of the issues can be shown and, therefore, the importance of identifying and addressing personal needs. Leadership theories are also applicable in remedying cultural and personal diversity among the team members, creating a sense of belonging. Contingency methods particularly Theory X, Y and Z focus on leadership as situational and can thus be considered as a situational approach. In light of serious issues that British companies are now struggling with, executives should be able to react promptly, be resilient and strategically foresighted. 
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