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[bookmark: _Toc172918740]Part 1: Academic Report
Title: Leadership Theories X, Y, and Z: A Critical Analysis and Application in Modern Business Contexts
[bookmark: _Toc172918741]1. Introduction
Leadership and management are two concepts which, though closely related, are essentially different. Leadership can be defined as the ability to guide people to accomplish a particular task or goal effectively and efficiently. Leaders are usually expected to push for changes, question the existing systems, and mobilise people (Silva, 2016). On the other hand, management refers to the use of available resources with an aim of attaining organisational goals and targets. Managers get involved in policy enforcement, order decentralisation and delivery of organisational objectives. Leadership and management can be differentiated by the roles that are administrative, interpersonal and conceptual. On the administrative level, managers guarantee that organisational processes are efficient and conform to certain procedures. Interpersonally, organisational leaders involve themselves with teams in order to motivate, encourage creativity and enhance commitment. Conceptually, leaders create a picture of what the future should look like and chart a course for the organisation, the managers, on the other hand, are more focused on the implementation of the set objectives.
There are numerous leadership theories, which means that a number of approaches have been put forward to explain what defines great leadership. The trait theory posits that there are aspects like intelligence, self-confidence, and communication skills that are essential for leadership effectiveness (Antonakis et al., 2017). This approach assumes that leaders are innately born and focuses on the discovery of these important traits. On the other hand, the behavioural theory emphasises the actions of the leaders instead of their characteristics. This implies that organisational leadership is a process involving the acquisition of leadership behaviour and style including task or people oriented. Task-motivated activities involve goal specification and task completion while person-motivated activities involve concern for interpersonal relationships.
The situational theory especially focuses on the role of context in leadership. According to this theory, leadership effectiveness depends on the match between the style and the situational context. Managers should match leadership style to subordinates’ development level, type of task, and organisation environment. The transformational leadership theory is centred on the role played by leaders in transforming their followers. Such leaders are inspirational, expert of communication, and possess the key to change of organisational culture (Northouse, 2021). It makes their followers feel empowered, inspires creativity and sets goals for people to work towards.
This report will elaborate on the different leadership theoretical frameworks, Theory X, Theory Y, Theory Z, situational and contingency theories. This will entail a critical evaluation of these theories, how they have been applied as well as their applicability in various organisations and cultures. The purpose is to give the reader a clear vision of what leadership theories are and how they are relevant to today’s organisations.
[bookmark: _Toc172918742]2. A Critical Explanation of Theory X, Y, and Z Leadership
[bookmark: _Toc172918743]2.1 Introduction to Theory X, Y, and Z
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Figure 1: Illustrations of Theory X, Y & Z
There are numerous leadership theories which exist as a result of change in perception of human behaviour and attitude at the workplace. Of these, Douglas McGregor’s Theory X and Theory Y and William Ouchi’s Theory Z are well known. These theories give the opposite perspective of the employees and the role that management plays and are still applicable in current organisations.
Theory X
Theory X is a pessimistic view of human nature in which it is assumed that employees will avoid work whenever they can. According to Hunt et al., (2019), this theory posits that the workers are basically unmotivated, have low aspirations and would rather be told what to do. Thus, in Theory X, managers consider it necessary to use strict control, direction, and force to motivate and compel employees to work. This perspective implies that people will not volunteer any efforts and thus requires authorities to force them to work by adopting an autocratic system. In organisational settings where tasks are repetitive and do not call for much creativity, such as in some manufacturing industries, Theory X may seem to be most appropriate.
Theory Y
Theory Y takes a more positive outlook suggesting that work is a rational activity that people would willingly engage in most of the time. This theory indicates that employees are motivated and self-managed, seek accountability and are capable of self-direction and self-restraint when dedicated to organisational goals. Goleman (2017) said that under proper circumstances, people will not only put up with responsibility but will also demand it, and then come up with creativity and innovative problem-solving skills. According to Theory Y, the role of the management is to ensure that employees meet organisational goals in addition to their personal goals. This entails offering growth prospects at the workplace, promoting active employee involvement, and embracing communication channels.
Theory Z
Theory Z, proposed by William Ouchi, is a middle way between the American and Japanese systems of management. This theory focuses on a long-term employment, group decision-making and employees’ welfare both in and out of the workplace (Lumen Learning, 2024). According to Ouchi, organisational culture is the major factor that creates employment commitment between employers and employees, thus making a company to be more productive and satisfied. Based on Theory Z organisations, they encourage group unity, participative decision-making, and ceaseless change and improvement (Kaizen). This promotes togetherness and people accept the company as their own and their careers as a long-term investment.
[bookmark: _Toc172918744]2.2 Comparing and Contrasting Theory X, Y, and Z
The theories X, Y & Z are three different models of explaining the attitudes of managers and motivation of workers. Even though all of them aims at enhancing the organisational performance or effectiveness, they work in a different way depending on the assumptions about human behaviour and management. Analysing the differences of the theories also provides an insight of the strengths and weakness of each theory.
View of Human Nature
Theory X argues that employees are unmotivated, prefer to be supervised closely, and are motivated by punishments and rewards. This perspective implies that people have to be forced into working as they are lazy and do not think for themselves. On the other hand, Theory Y assumes that people work like they play, and are ready to accept responsibilities if provided the chance. This postulate that people are driven by intrinsic drives like a search for purpose and accomplishment (Tannenbaum et al., 2017). Theory Z expands on Theory Y’s optimistic perspective and integrates the cultural element into which workers’ reliance, commitment, and overall welfare are incorporated. In Theory Z, employees are believed to be motivated not just for personal reasons, but also for organisational reasons as well.
Management Style
The managerial approach of Theory X is highly autocratic where managers tend to closely supervise employees and use a strict set of standards. It is particularly applicable in organisational contexts that require clear and strict measures to be followed, for example, in production firms. But it can also cultivate negativity and stifled creativity as it does not encourage employees to submit their ideas (Yang et al., 2018). Theory Y is consistent with a more open and participative approach to management, whereby managers establish the right environment, provide the opportunity for growth and involvement. This style aids in fostering a good organisational culture and is particularly appropriate for organisations where employees are required to be creative often. Theory Z has an integrating and group-oriented approach to managing workers; important decisions imply the workers, and stress is put on the organisational culture.
Employee Motivation
According to theory X, motivation is primarily extrinsic since it is based on both rewards and punishments. This is convenient in ensuring compliance with norms and standard levels of performance but does not encourage extra efforts from employees. On the other hand, Theory Y focuses on self-generated needs and posits that people are motivated to achieve accomplishments, personal growth, and so on. This involves the creation of a culture that can support the promotion of these intrinsic rewards which will make the satisfaction and creativity of managers to improve. Theory Z is composed of intrinsic and extrinsic rewards, long-term employment, security, and culture. Therefore, it means that security and organisational commitment for employees result in improved performance and commitment to organisational goals and objectives (Rosenbach et al., 2018).
[bookmark: _Toc172918745]2.3 Advantages and Disadvantages for Small Businesses
Theories X, Y and Z are thus theories that offer various ways through which one is able to understand leadership and managerial behaviour in small business. These theories provide the basic frameworks for enhancing motivation in employees and guiding managerial activities. But the real picture might not be the same and each of these theories might have its own advantages and disadvantages as far as small business is concerned.
Theory X in Small Businesses
On many occasions, small business has limited resource available and, in such conditions, Theory X which emphasises on supervision and control can be fruitful in regard to accomplishing organisational objectives and maintaining organisational standards. For example, in a small manufacturing company where precision and quality are priorities, Theory X management may involve closely overseeing the company’s activities with an eye on quality. However, this approach may also reduce the creativity and innovation level of the organisation because the employees will not be able to exercise autonomy since there are rules guiding them. Moreover, focusing on extrinsic incentives like money rewards or penalties leads to the workers’ demotivation and high turnover since the employees do not feel appreciated (Nahavandi, 2015).
Theory Y in Small Businesses
On the other hand, Theory Y can be particularly useful in organisations which have small business in matters concerning creativity, customers or even solutions. For instance, a small tech start-up firm may adopt Theory Y because it will let its staff get more involved, work as a team, and innovate based on some idea without having to worry about penalties in the event that the project comes out as a failure. Such participative management style results in improved and positive working climate that allows the employees to give their best. The primary benefit of this approach is increased employee morale, reduced staff turnover rates, and a more flexible and tenacious company. But it also calls for dedication to build a trusting relationship between the management and the employees and worthwhile only if the managers are able to motivate their subordinates.
Theory Z in Small Businesses
Theory Z, which focuses on internal value systems and employment for life, decentralised decision making, and overall concern for a human being supplies another class of theories applicable to small business organisations. For example, a small family-owned company can decide to adopt this theory by bringing in a culture of worker commitment, mutual trust and identification with the enterprise. This can lead to a motivated workforce since employees feel that their jobs are safe and that they have invested in the company. This long-term commitment can also help the small business create structures that promote employee retention and loyalty, which are important for sustainability of a business (Sethuraman et al., 2014). However, the actual practice of Theory Z can be problematic especially for new start-ups which might not afford to provide long-term employment guarantee or develop elaborate employee-welfare programs.
[bookmark: _Toc172918746]2.4 Evaluation of Theoretical Approaches in Various Contexts
Theories X, Y, and Z have different approaches towards managing and motivating the employees with their corresponding advantages and disadvantages. To apply these approaches where cultural and personal differences including generations gaps, gender, equality, politics, religion and family background are in consideration, one has to consider how each of the theories supports diverse needs and values in the workplace. Such an evaluation is useful in determining which strategy could be most beneficial for promoting an inclusive and efficient workplace culture.
Generational Differences
Most of the expectations and motivation and motivation factors differ across generations in workplaces. For example, the Millennials and Generation Z employees may seek flexibility, independence, and meaningful jobs. They are usually in line with Theory Y, which focuses on employee’s motivation, self-control, and development. These generations prefer work environments that are not characterised by the authoritarian type of control which is associated with Theory X (Grint et al., 2022). However, Theory Z could also be attractive to them because this theory pays considerable attention to job security, personal growth, which means that in conditions of constant changes in the job market, employees could stay safe and ensure their further career progression.
Gender and Equality
Gender differences and a desire for equality at the workplace determine the choice of management strategy. Participative and inclusiveness, which are the foundations of Theory Y, can be useful for the elimination of gender biases and leading to equal treatment since people will be free to express themselves and be involved in the decision-making process. This strategy provides opportunities for both male and female employees within an organisation to participate in decision-making processes and assume managerial positions, making the workplace more gender sensitive. Theory Z also supports these values by encouraging collective responsibility and mutual respect so that gender biases cannot disrupt the valuable efforts of other groups. On the other hand, Theory X, which is autocratic or bureaucratic and hierarchical in nature, may in fact reinforce the marginalisation of women and other minorities through organisational structures that tend to suppress their inputs and prevent them from rising through the ranks of the organisation.
Cultural and Religious Diversity
Cultural and religious differences in the workplace is an increasingly important issue in management practices. Theory Z, which advances the company culture and emphasises the stability of employment relationships, can work well in the context of cultural and religious diversity. This approach also fosters tolerance and acceptance of diversity, which is essential when integrating diverse employees (Mango, 2018). The main aspects of the Theory Y also complement the idea of a diverse workforce since it focuses on the motivation of workers and their self-organisation, which means that the roles and responsibilities might be easily adjusted in such a case as well. On the contrary, Theory X may be less effective in the multicultural environments as it prescribes the autocratic approach and does not take into account cultural and religious differences of the employees.
Political and Social Views
When employees have different views as far as politics and social relations are concerned, Theory Y leadership assists in keeping such issues in check and fosters unity in workplaces. In Theory Y, people are encouraged to express their opinions, and everyone’s viewpoint is accepted, so it can be helpful to narrow the divide between different political views. Likewise, Theory Z can work to create an organisational hierarchy that is more stable and relationship-oriented, encouraging employees to speak out their concerns and not feel as though they will be penalised. On the other hand, Theory X’s autocratic leadership is likely to worsen conflicts and create a divided workplace since it does not encourage healthy discussions.
Family Background and Work-Life Balance
The characteristics of today’s family and work demands are also essential in determining the quality of employees (McCauley et al., 2021). Such needs can be easily addressed within the framework of Theory Y, as this approach suggests fewer rigid patterns of work organisation and allows for necessary adjustments. For example, allowing employees to choose their shifts or work from home may assist them in taking care of their families. This balance is also supported by Theory Z as it provides a people-oriented perspective where personal and family needs must be taken into account. However, Theory X which requires close supervision and control may not be appropriate in the aspect of work-life balance because, it may result in exhaustion of employees and decreased job satisfaction.
[bookmark: _Toc172918747]3. Situational or Contingency Leadership
[bookmark: _Toc172918748]3.1 Introduction to Contingency Approaches to Leadership
Contingency leadership theories state that there is no leadership style that is appropriate for all situations (Lussier et al., 2022). However, it is suggested that leadership is contextual and depends on several situational variables including the task characteristics, the physical environment, and people in the organisation. Some of the theories within this approach are the Path-Goal Theory, the Least Preferred Co-worker (LPC) approach and the Transformational Leadership theory. According to Path-Goal Theory formulated by Robert House, leaders should modify their behaviour according to the followers and the working environment in order to increase motivation and satisfaction. The LPC approach developed by Fred Fiedler asserts that the effectiveness of the leader depends on the compatibility of the leader’s approach (task-oriented or people-oriented) to the situational context. Transformational Leadership involves setting of great goals, provision of social support for the employees, and encouraging development of the individual and the organisation (Oc, 2018). All of these theories put emphasis on the fact that leaders should be very sensitive to the situations that they find themselves in.
[bookmark: _Toc172918749]3.2 Current Issues Impacting UK Businesses
The current UK business environment has been characterised by several factors of concern in the recent past and these include Covid 19, Brexit, and Economic difficulties. The COVID-19 pandemic has introduced unfathomable changes that have impacted businesses in new ways such as working from home, compliance with health guidelines, and new consumer habits. While managing change, leaders who embraced the transformational type of leadership tended to have better results, since they are able to foster organisational resilience and creativity. For example, leaders who ensured that employees understood how to transform to remote working and ensure the health of the employees created a stable and meaningful environment.
The Brexit vote has also resulted in significant risks for UK companies concerning their supply chain management, regulation, and access to certain markets. Managers had to be innovative while practicing Path-Goal Theory to focus on objectives, offer direction to work through changes in regulations, and develop new approaches to sustain competitive advantage. In terms of compliance with new trade agreements and dealing with bureaucracy, the specific advice from the LPC model about adopting a task-oriented approach was beneficial.
The economic environment in the UK remains volatile, factors including inflation, exchange rates volatility, and inadequate supply of labour have been additional problems. In this regard, leaders were expected to manage both task and relationship activities in order to achieve organisational objectives without compromising the motivation of subordinates. The contingency leadership approach was beneficial particularly in the way it permitted leaders to switch between cost control measures and motivation of employees during the challenging economic periods. This was significant as it ensured that employee motivation and performance was not compromised by financial strains.
A UK Small Business Case Study
The Family Cake Company is a small retail business based in the UK that was able to manage the impacts of the COVID-19 pandemic through contingency leadership. It started as a store-based business that had to transition to an online business due to the effects of the lockdown. The utilisation of transformational leadership was also demonstrated by the leader when giving direction on the digital integration of the business. To boost morale, the management pointed to promising sales opportunities from online sales, while to help employees they also offered educational sessions on new Internet tools and opportunities.
The leader also applied a number of aspects of Path-Goal Theory, for example, by explaining how to achieve these new goals. They established clear goals towards the e-commerce shift and offered the required tools including adequate technology and marketing to help the team achieve the laid goals. This dual focus of motivation and goal clarity was important in sustaining operation continuity and taking advantage of opportunities in an unfriendly market (Chima et al., 2020). On the other hand, a purely task-oriented approach, which is suggested by the LPC model, might have failed to anticipate such requirement of employees leading to possible resistance or withdrawal. The ability of the leader to switch and use both transformational and contingency approaches was very crucial because it depended on the situation at hand.
This best supports the statement that “a leader does not have to apply one style for all situations.” The condition that leaders can adjust to the environment renders the leadership process significantly more effective, irrespective of whether it pertains to issues outside the organisation, including economic fluctuations and changes in legislation, or issues within the organisation, including morale and skills of employees. This flexibility is also highlighted in contingency leadership theories, where leaders can evaluate and address various factors that affect the organisation. In today’s diverse and dynamic management setting, the application of leadership styles to meet situational requirements is not only advantageous but also crucial for the survival and expansion of a company.
[bookmark: _Toc172918750]4. Conclusion
In this report, an extensive analysis of leadership theories has been made, distinguishing between leadership and management, and highlighting the applicability of Theory X, Y, and Z theories. When comparing and contrasting these theories, we find out the strength and weakness of the theories particularly when it comes to peculiar circumstances that small business may encounter. In addition, the evaluation of these strategies under the cultural, generational, and contextual domains substantiates the relevance of each strategy. The discussion of the situational and contingency leadership integrates knowledge about the present situation that impacts the United Kingdom business, namely COVID-19 and Brexit. The specific example under discussion sheds light on how different patterns of leadership behaviour may shape organisational performance in the sphere of emergencies. Thus, leadership is a rather complex notion that cannot be reduced to the mere adherence to the identified theory and practices but is predicated upon the specifics of business’s operations. This knowledge helps a leader make the right decisions in order to overcome challenges and excel in a competitive business environment.


[bookmark: _Toc172918751]Part 2: Reflective Essay on Emergent Leadership Skills
On my journey through the Emergent Leadership Skills in the workplace module, I realised many things about the types of leadership and how they can best be used. For the purpose of analysing and evaluating the learning of these experiences, this particular essay will utilise Gibbs’ Reflective Cycle as the guiding framework. In self-assessment, I will also evaluate the personal leadership style and skills with reference to workplace examples.
[bookmark: _Toc172918752]Description of Learning Experience
The course titled The Emergent Leadership Skills in the workplace was systematic and lasted for ten weeks with the main focus on examining various models of leadership and their relevance. Some of the leadership theories that I encountered included the Trait Theory, Behavioural Theories, Situational Leadership, among others such as the Transformational Leadership and Servant Leadership. Lectures, case studies and the subsequent case-based discussions also offered both the theory and the practice during the entire module. What made the course most interesting was the use of examples for easy reference to leadership challenges encountered in practice. The knowledge about the emotional intelligence and ethical aspect as the part of leadership was important for me as a student to understand what it is like to be a leader in the business context as a part of this course. Furthermore, the module focused on the concept of reflexivity where students were required to analyse and evaluate their leadership strengths and weaknesses.
[bookmark: _Toc172918753]Feelings and Reactions
Initially, the amount of material covered in the Emergent Leadership Skills course seemed overwhelming. It was confusing to study so many different theories and models of leadership and I worried about how these concepts could fit into one combined understanding of leadership. However, after beginning the course I went from apprehension to curiosity and then to engagement. This was made even more interesting by the case studies that were used in the presentation as they had clear example of how various leadership styles could be used. Of the topics presented, I think the ones touching on ethical leadership were the most engaging, as they echoed my core beliefs and some of the things that I have witnessed at the workplace. I was forced to think critically about my actions and choices more than I used to, and I began to feel the weight of being an example to others.
The module also created an element of excitement but at the same time made one reflect. The self-assessment tasks introduced me to some of the most valuable skills I never considered before as well as skills I lacked such as emotional intelligence, and empathy. This kind of realisation was very empowering yet humbling at the same time. It was good to be proud in identifying my leadership competencies especially in areas of decision making and problem solving. But at the same time, there was a constant realisation of my flaws which brought about a motivation to develop more as an individual. All in all, the module was beneficial, and I feel ready to face leadership roles with more confidence and readiness to learn more while exercising the leadership skills.
[bookmark: _Toc172918754]Evaluation
The module on Emergent Leadership Skills was particularly helpful in developing my perspective on leadership as a complex and evolving process. By allowing the use of theories and applications of leadership styles side by side, the structure of the course was conducive to understanding the different aspects of leadership. I found the utilisation of case studies to be especially helpful in closing the theoretical-practical divide, as the examples provided helped to showcase how certain leadership styles can be effectively applied in practice.
Another notable characteristic of the module is the focus it provided on adaptive leadership. This idea emphasised that to be a great leader one must be adaptive suggesting that great leaders should be able to make changes depending on circumstances and the people they are leading (Hunt et al., 2019). This perspective was quite insightful for me because it allows to realise that there is no single effective leadership strategy when reflecting on my past leadership experiences. One of the important insights that can be gained while taking the course, the understanding of the fact that leadership cannot be applied universally.
It also expanded my knowledge of emotional intelligence and ethical dilemmas in leadership. The topics of these discussions were interesting and allowed me to reflect on my leadership and organisational values. This was helpful to understand the notion of how emotional intelligence is helpful to build rapport and maintain a good working relationship with fellow employees (Rosenbach et al., 2018). This made it possible for me to appreciate that being aware of self, is not a model to be adopted by leaders, but a necessity in leadership.
One of the captivating segments of the module was the choice of the aspect to reflect on. Reflecting on the various tests and self-reflecting activities, I was able to get a clearer insight into my leadership potential and how these can be further enhanced. This particular exercise was quite empowering and enlightening. It confirmed my major asset in decision making and critical thinking while also revealing areas of weakness most especially personal self-awareness and ethical understanding.
Overall, I am pleased with the outcomes derived from the selected module as it provided me with rather extensive view of leadership. It integrated theories with skills, offered opportunities for individual identity and emphasised that leadership is a continuous process. The knowledge that I have gained here has not only expanded my thinking about leadership but also equipped me with practical skills and perspectives to the future. I believe that such an approach allowed me to become more prepared to face the multifaceted issues facing those who occupy leadership positions in various organisations and environments.
[bookmark: _Toc172918755]Analysis
From the Emergent Leadership Skills module, I have learned about many leadership theories and how they are applicable in organisation. Having reflected on the historical and modern approaches to leadership, I broadened my understanding of what it means to be a leader. The module also emphasised the fact that leadership isn’t a set of tactics that a manager has to use, but it is a complex process that changes with time depending on the situation and the people involved. This was made easier by the Situational and Transformational Leadership theories which hold the belief that leadership must be contingent in nature (Grint et al., 2022).
Perhaps the most valuable lesson from the entire module was the understanding that leadership is not a static concept and can be altered according to the context and needs of the members. What I discovered about on this I think was quite enlightening to me especially owing to my previous positions in leadership. As for the first type of the communication style, which is directive, I recall one project management situation where I stressed the significance of the activity. However, in cases that the team encountered some challenges this problem led to stress and low morale in the team. Knowing that such change is necessary, I changed leadership style from autocratic to democratic that is characterised by more communication and participation. This change not only improved the morale of the team but also the process of coming up with ideas and the integration of the team. This directed me to the heart of the adaptive leadership concept, which is adaptability in leadership.
The module also highlighted that emotional intelligence is part of effective leadership practices. Emotional intelligence can therefore be described as the type of intelligence that facilitates effective management of emotions of the leader and the subordinates (Goleman, 2017). This ability is required in the development of a relationship and in the building of rapport as well as trust and the enhancement of a positive organisational culture. Considering this, I realised that, although I was good in decision making and strategic planning, I was weak in areas of emotional intelligence, empathy and self- regulation. This was quite liberating, because it gave a clear vision on how to progress in one’s personal and professional lives. In addition, the discussions focusing on ethical leadership were the most valuable in the learning process. The leaders in the modern world experience many ethical dilemmas and are to make decisions that will be in the best interest of all interested persons (Northouse, 2021). The module helped me become more ethical reflexive as it made me consider my ethical stance and how it plays a role in my reasoning. I appreciated the importance of openness, non-bias, and professionalism in decision making, and the necessity of valuing all members of the organisation regardless of their rank.
In general, I consider the emphasis on self-awareness, reflective practice, and ongoing professional development as the core strengths of the module in term of leadership skills acquisition. Combining theories with examples and cases enhanced my perception of leadership as an exciting and complex process. Altogether, this approach has provided me with such tools and knowledge needed to tackle the multifaceted issues of leadership and to become a responsible, compassionate, and flexible leader potentially in different organisations.
[bookmark: _Toc172918756]Conclusion
I have found the Emergent Leadership Skills to be an enlightening learning experience that has expanded my vision of leadership and its characteristics while cultivating the concept of flexibility. Analysing the leadership theories and the best practices, I have realised that leadership is not a rigid concept and has to be dynamic to address the dynamics in various contexts. It also pointed on emotional intelligence as well as ethical issues to be addressed to in the learning and development of trust and inclusiveness. The information acquired has not only a theoretical aspect but also some practical advice for self and career development. With this in mind, I will ensure that all that I have learned in this course will guide me in my leadership path as I seek to be an empathetic, moral, and flexible leader.
[bookmark: _Toc172918757]Action Plan
To translate the lessons from the Emergent Leadership Skills module into actionable steps, I have devised a comprehensive action plan focused on continuous development in key areas: adaptive leadership, emotional intelligence, ethical decision-making, and inclusive leadership.
1. Adaptive Leadership: In this capacity, I will embrace and implement the principles of adaptive leadership whereby I will take the responsibility of identifying the specific need in any given context and seek to address it. This involves seeking feedback from the other members of the team and being open to their suggestions on how the issue should be handled. I will also practice various scenarios and mock activities that will make me more flexible in different leadership positions.
2. Emotional Intelligence: To improve my emotional intelligence, I will be more focused on the empathy and self-awareness factors. To build my emotional intelligence competencies I plan to attend more workshops and training sessions. Additionally, I will incorporate daily mindful practice to enhance better self-regulation and stress management skills. I will also endeavour to seek out resources where I can get tutorage by people who have mastery of this kind of work.
3. Ethical Decision-Making: In order to ensure that I do not jeopardise ethical decision making, I will establish both personal and professional ethical principles to abide by. This will entail establishing a decision-making framework in order to consider the best interest of other stakeholders. I will also listen and read case studies and seminars on various ethical issues in leadership in order to increase my knowledge on ethical leadership.
4. Inclusive Leadership: In order to improve my leadership style, I will ensure that I listen to what other people have to say and encourage group discussions. To educate myself on how it may be like to be a part of such diverse groups, I will undergo diversity and inclusion training. Additionally, I will try to modify the environment to increase equity and respect for all persons among students.
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