[bookmark: _GoBack][image: ]

	Student name:
	Nicoleta Mocanu
	Student ID number:
	2118432

	Programme:
	BA Leadership and Management

	Module:
	Emergent Leadership Skills in the Workplace

	Module code:
	BMSW6101 (Part 1)

	Lecturer:
	Dr Oluwaseun (Olu) Adegbite
	Internal Verifier:
	Dr Sujeewa Herath




Table of Contents

Part 1 – Academic Report	3
Introduction	3
Theory X, Y, and Z Leadership	4
Explanation of Theory X, Y, and Z	4
Theory X	4
Theory Y	5
Theory Z	5
Similarities and Differences between Theory X, Y, and Z Leadership	6
Similarities	6
Differences	7
The Role of Culture and Personal Differences in Applying Theory X, Y, and Z Leadership	8
Cultural Influences on Leadership Theories	9
Personal Differences and Leadership Application	10
Integrating Cultural and Personal Factors in Leadership	10
Situation and Leadership Style	11
Leadership Style and its Situational Adaption	11
Understanding Situational Leadership	11
Factors Influencing Leadership Style Adaptation	12
Application of Situational Leadership	13
The Importance of Flexibility in Leadership	14
Organizational Example Illustrating Situational Leadership	14
TechInnovate's Rapid Expansion	14
Navigating a Market Downturn	15
Lessons Learned	16
Conclusion	16
References	18


[bookmark: _Toc161137309][bookmark: _Toc161744660]Part 1 – Academic Report
[bookmark: _Toc161137310][bookmark: _Toc161744661]Introduction
This study analyses leadership theories X, Y, and Z, focusing on their specifics, pros, cons, and applications in diverse organisations. This study equips readers, especially level 5 students interested in small business management, with the knowledge to fully understand these thinking theories to improve leadership effectiveness (Sethuraman and Suresh, 2014). The study begins by describing each theory. After that, it analyses and contrasts this theory to explain its aspects, traits, and effects and offers leadership practice options. After that, there is a critical conversation about someone or anything's ability to hold or do something of different leadership styles, supported by organisation events, and then a production combination of the important results.
Leadership theory is essential for small business managers and leaders to succeed. X, Y, and Z leadership offer diverse perspectives on employee engagement, leadership conduct, and human motivation (Chima and Gutman, 2020). Each theory has pros and cons. Business owners who understand can change their leadership style to help someone take care of their organization's culture, team members' differences, and clearly stated problems and delays. theory can assist leaders in producing energised, productive, and deliberate planners by helping them comprehend the underlying components of the problem (Blake and Mouton, 1985). Understanding these leadership styles helps one establish a flexible leadership strategy, which is crucial for securely navigating small business challenges. Change makes the organisation stronger and allows it to grow decoration and contribute to world betterment.


[bookmark: _Toc161137311][bookmark: _Toc161744662]Theory X, Y, and Z Leadership
[bookmark: _Toc161137312][bookmark: _Toc161744663]Explanation of Theory X, Y, and Z
Leadership have improved over time, resulting in many theories on how leaders should motivate workers and run enterprises. theories X, Y, and Z are great perspectives on human behaviour, management, and motivation. Theories like these help explain leadership styles and how they affect culture and performance (Yang and Wei, 2018).

[bookmark: _Toc161137313][bookmark: _Toc161744664]Theory X
Theory X, developed by Douglas McGregor in the 1960s, views humanity negatively. The premise is that workers are largely lazy, lack motivation, despise work, and avoid it if possible. Security and money-based needs motivate people, according to this viewpoint. Thus, careful supervision and ranking of certain tasks above or below others is important to ensure good work and productivity (McCauley et al., 2021). Theory X leaders are rigorous, utilising force to achieve organisational goals. They rely primarily on external rewards and penalties to motivate workers, which can stifle innovation and creation. Theory X may create a bad mistreatment atmosphere that might wear away trust, restrict job enjoyment from satisfying a need or goal, and limit employee greatness or power.
The participative management approach, which is very effective in managing modern mega-organizations, is made clear by Theory Y (Solinger et al., 2020). This theory is based on the following premises: employees are valuable resources; effective work necessitates coordinated efforts; work is improved by combining technology with social systems; and delegating tasks to others is essential to achieving organisational goals (Carlos Pastor and Mayo, 2008). According to the first assumption, an organization's human resources are invaluable assets that require development and inspiration. When employees are appropriately motivated, it will increase their sense of self-worth and create a work atmosphere where working is pleasurable just like fun. If systems were coordinated in a way that allowed for more coordinated efforts, organisational goals would be reached more quickly. The third premise holds that as technology becomes more interwoven with social processes, the way it is used within an organisation will change significantly (Blake and Mouton, 1985).

[bookmark: _Toc161137314][bookmark: _Toc161744665]Theory Y
Theory Y is more optimistic than Theory X about people. Also developed by McGregor, this theory holds that labour is as natural and joyful as pleasure or leisure. It suggests that workers are self-directed, responsible, and imaginative in solving organisational challenges when given the chance. Theory Y suggests that rewards that align with personal and organisational goals will motivate people (Yang and Wei, 2018). Theory Y leaders encourage teamwork and collaborative decision-making through participative management. This strategy creates more flexible and active work settings, which boosts job satisfaction by satisfying needs, accomplishing goals, innovating, and inventing. Theory Y's ability to grasp and control workers' built-in drive and power or ability leads to higher levels of work well, getting a lot done, and engagement. It may not be ideal for all sorts of work or personnel, especially in positions that require strong control or in non-independent work environments.

[bookmark: _Toc161137315][bookmark: _Toc161744666]Theory Z
In the 1980s, William Ouchi introduced Theory Z, which combined components from Theory X and Theory Y with Japanese management approaches. Trust, strong organisational culture, all-or-nothing decision-making, and long-term employment are highlighted in this idea. It implies that workers have a reason to do something through commitment, social sticking together, and loyalty to the company, helped development through stable employment, interest in the whole or completeness of something, concern for employee well-being, and shared authority and control. Theory Z executives advocate for a consensus-based decision-making process that involves all employees in goal-setting and decision-making (Chima and Gutman, 2020). This strategy empowers workers and fosters a sense of shared responsibility and devotion to the company's success. Theory Z boosts staff morale and decreases turnover and organisational loyalty. However, its focus on the agreement can slow decision-making, and the strong cultural sticking together needed may be difficult to achieve or gain with effort in many different people or things or highly believing that people should be themselves without trying to be like others' work conditions.

[bookmark: _Toc161137316][bookmark: _Toc161744667]Similarities and Differences between Theory X, Y, and Z Leadership
Theories X, Y, and Z in leadership reveal a spectrum of managerial attitudes and practices that represent human motivation and organisational behaviour. These theories are distinct in how they view humans and leadership, yet they have hidden themes that demonstrate the complexity of managing and motivating people (Sethuraman and Suresh, 2014).

[bookmark: _Toc161137317][bookmark: _Toc161744668]Similarities
Theories X, Y, and Z all address the subject of what motivates workers in an organisation and how leaders may capture and control this drive to achieve organisational goals. Each theory acknowledges the role of leadership style in developing organisational culture, employee happiness from achieving needs or goals, and working well and getting a lot done. Even with their differences, these theories emphasise the need to connect organisational goals with employee requirements and motivation, using different machines and beliefs you think are true about humans (Chima and Gutman, 2020).
Their admitting and recognition of the necessity for management to adjust a little and improve its success plans means of accomplishing goals according to employees' nature and organisational surroundings is almost the same. While their methods and recommendations vary, all three theories argue that a leadership style's efficacy depends on its alignment with workers' attributes and the organisational big picture (Hajiali et al., 2022).

[bookmark: _Toc161137318][bookmark: _Toc161744669]Differences
The biggest distinctions between Theory X, Y, and Z are their views on human behaviour and work. Theory X holds a negative view of workers, claiming they are lazy, shun responsibilities, and are motivated by security and money. This approach advocates a dominating, rigorous leadership style to manage primarily uninspired workers. Theory Y proposes that work is as natural as leisure or rest for people, who are driven to perform things without pressure, love taking on responsibilities, and are creative problem solvers. This theory promotes participative management, independence, power, and shared decision-making (Muff et al., 2020).
Theory Z combines Western and Eastern management styles, concentrating on total decision-making, long-term employment, and employee well-being. theory Z suggests that employee motivation is best achieved through strong organisational culture, trust, and a sense of family within the company, unlike Theory X and Y., It suggests that stable, secure, and all-encompassing work environments can boost employee loyalty, happiness, productivity, and efficiency.
Differences also exist in how these theory results affect organisational structure and procedures. Theory X's control-oriented approach generally leads to rigid, non-flexible rankings, clear lines of authority, and top-down decision-making (Sethuraman and Suresh, 2014). Theory Y promotes flatter organisational structures, decentralisation, cooperation, and collaborative procedures. Theory Z, although advocating for participation, emphasises agreement-building and long-term connections, resulting in a more solid but less flexible organisational structure (Muff et al., 2020).
Theory X and Y reflect opposite ends of employee development and inventiveness. Theory X's emphasis on control and supervision may stifle innovation and employee growth because it relies on external motivation and discourages risk-taking (Sethuraman and Suresh, 2014). In contrast, Theory Y recognises and capitalises on workers' inherent drive and ability to foster innovation and personal growth. Theory Z, with its focus on long-term employment and concern with the whole or completeness of something concern for workers, helps increase shows in a good way a secure environment where new things can be invented, within the solid basic structure on which bigger things can be built of everything or everyone goals and values (Chima and Gutman, 2020).

[bookmark: _Toc161137319][bookmark: _Toc161744670]The Role of Culture and Personal Differences in Applying Theory X, Y, and Z Leadership
Cultural and personality variables greatly impact organisational leadership's application of Theory X, Y, and Z. These factors are crucial to determining each theory's applicability and efficacy in an organisation. Leaders who want to motivate their teams and achieve organisational goals must understand the complex relationship between normal and accepted behaviour or beliefs in a group, personal preferences, and leadership styles (Yang and Wei, 2018).

[bookmark: _Toc161137320][bookmark: _Toc161744671]Cultural Influences on Leadership Theories
Culture greatly impacts how organisations view and employ leadership theory. Cultural factors like power distance, motivation against compared to or the idea that the needs of all people are more important than a single person, doubt avoidance, and masculinity against femininity affect how workers expect their leaders and how leaders motivate their teams (Mbindyo et al., 2021).
Theory X's severe excellent approach may work better in societies with high power distance, where objects and people are valued and respected at different levels. Even with Theory X's concentration on supervision and centralised decision-making, workers in such cultures may anticipate obvious leadership and control (Kanat-Maymon et al., 2020).
Low power distance and high motivation cultures that emphasise independence and personal action to complete something tough may prefer Theory Y's participative and power-toting leadership style. These surroundings encourage workers to value freedom, responsibility, and imaginative problem-solving, supporting Theory Y's claim that humans are more important and related.
Theory Z, which emphasises total, everyone decision-making, long-term employment, and the wholeness of something for workers, shakes from a loud sound and makes people feel strongly about something (Dugan, 2024). Collectivist cultures emphasise harmony, loyalty, and group sticking together. Theory Z's leadership approach can be improved in such cultures by a sense of belonging and equal commitment between the organisation and its workers.
[bookmark: _Toc161137321][bookmark: _Toc161744672]Personal Differences and Leadership Application
Furthermore, job preferences, employee personality traits, and motivational goals all influence how effective the leadership theory is. Leaders must recognise these distinctions and take them into account while attempting to uplift their staff members.
Employees who seek challenging yet independent work, don't mind working under pressure, and are open to self-improvement are likely to find Theory Y's participative leadership style appealing (Kim et al., 2020). By employing this tactic, they can show the company that they are creative by assuming the lead, making decisions, and contributing in a way that validates their competence.
Workers seeking efficiency, safety, and unambiguous instructions are likely to react more favourably to the structured environment that Theory X offers. A more structured leadership approach might provide these people the focus and confidence they need to perform well in circumstances such as these (Kim et al., 2020).
Theory Z is probably more palatable to people who are dedicated, long-term, and belonging-oriented since it emphasises steady employment, group or collective decision-making, and working conditions that are comparable to those of a family. These employees are motivated to act because they work in a supportive environment that welcomes individuals from diverse ethnic backgrounds, countries, and states of belonging. They have the chance to develop and learn in this setting as well (Kjellström et al., 2020).

[bookmark: _Toc161137322][bookmark: _Toc161744673]Integrating Cultural and Personal Factors in Leadership
Leadership must be adaptable and take into account cultural factors and team members' quirks. Leadership requires cultural awareness since they must respect a group's norms and values, which affect their employees' behaviour. To adapt their leadership style to fit the needs and motivation of a wide range of people and things, they must become familiar with their team members' personalities (Lussier and Achua, 2022).
Leaders can select and tailor leadership theory by adding cultural understandings of key things and personal honours assertions of differences. This may require combining elements from theories X, Y, and Z to create a full-energy-changing leadership approach that is good for the cultural big picture and takes into account team members' different desires and reasons to do things. Leaders can design workplaces that boost employee engagement, innovation, and corporate success (Northouse, 2021).

[bookmark: _Toc161137323][bookmark: _Toc161744674]Situation and Leadership Style
[bookmark: _Toc161137324][bookmark: _Toc161744675]Leadership Style and its Situational Adaption
According to what is happening around somebody or something leadership idea, a leader's approach may change based on the situation. Following this approach, there is no "best" leadership style; rather, effective leadership depends on aspects including the nature of the task nearby, the maturity of the followers, and the organization's overall picture (Northouse, 2021). Effective management and achieving organisational goals require the ability to adapt and develop one's leadership style to changing circumstances. This section demonstrates how situational factors affect leadership style and how leadership is dynamic.

[bookmark: _Toc161137325][bookmark: _Toc161744676]Understanding Situational Leadership
What is happening around someone or something leadership focuses on the ability to change leadership styles to help someone take care of someone the ever-changing, getting better, and ever-improving needs of the organisation and its personnel. The suggested outcome impact is that leaders must be able to complete a wide range of duties and use a variety of people or objects and leadership styles, from commanding to helping, depending on the situation. Leaders must be able to adjust to overcome organisational obstacles and opportunities (Mbindyo et al., 2021).

[bookmark: _Toc161137326][bookmark: _Toc161744677]Factors Influencing Leadership Style Adaptation
An individual’s readiness for growth and development as a leader is likewise a factor. 
· Nature of the Task: Routine activities might call for tight leadership just to make sure that standard behaviour and minimal waste are maintained, which would require that leaders "tell" much more than "explore" or "explain" as a style.
· Team Capabilities and Motivation: In choosing a leadership style, consideration must be given to the skills of team members, their motivations, and their experience. Teams just getting started or that lack a clear goal to work towards will generally need more active leadership. More experienced teams with a well-motivated sense of direction may require much less, but may still need support to develop (Wuryani et al., 2021).
· External Environment: Examples of external organisational circumstances that could imply a particular leadership approach and that transform the position could be shifts in the common market, changes to the law or pressure from adversary emulations. These are all examples of how things can transform. They might involve tidy, disciplined ordered leadership on occasions when faced with tough challenges, lag and sudden alteration. A legitimate success approach based on power could perhaps be profitable in situations of somewhat more permanency for the revealing of fresh possibilities and for accommodating initial thoughts (van Diggele et al., 2020).

[bookmark: _Toc161137327][bookmark: _Toc161744678]Application of Situational Leadership
A technique that demonstrates how leadership utilises the happenings in their immediate surroundings is the appraisal of a leader's performance and style. This calls for full attention, emotional understanding, and fast decision-making skills. It also needs intelligent observation, noting, or commenting (Northouse, 2021).
· Assessment: e of the internal and external factors that affect their team and company. This criterion includes testing job needs, assessing team members' motivation and readiness, and keeping an eye on outside events that can affect the business.
· Adaptation: This exam causes leaders' styles to change. This could be helping to improve morale and involvement, coaching to improve teamwork, or adopting a more structured approach to major challenges and delays (Lussier and Achua, 2022).
· Feedback and Adjustment: Additionally, to be a great leader, one must be willing to modify their conduct to support others in managing new circumstances or facts that arise as they develop and to look for reactions or replies to helpful information that has been relayed. Leadership may remain effective and unique even when circumstances or facts change because of this practice of continuously improving and changing success strategies (Kjellström et al., 2020).



[bookmark: _Toc161137328][bookmark: _Toc161744679]The Importance of Flexibility in Leadership
Leaders must adapt to changing circumstances. It helps leaders manage a range of people, teams, and tasks and adapt to changing conditions smartly. Leadership flexibility creates a robust and healthy organisational culture that can handle modern business difficulties. This helps employees who can perform some activities well, develop and improve, and meet the organization's goals and future problems (Bastari et al., 2020).

[bookmark: _Toc161137329][bookmark: _Toc161744680]Organizational Example Illustrating Situational Leadership
TechInnovate, a global technological company, illustrates leadership and its practical applications. TechInnovate is growing quickly despite a market downturn. This example illustrates how a leadership style may and should be altered to help someone take care of the situation's needs and guide an organisation through its numerous stages.

[bookmark: _Toc161137330][bookmark: _Toc161744681]TechInnovate's Rapid Expansion
TechInnovate entered new markets and introduced intriguing products during a period of rapid growth. The organization's environment was active and changing, regarded as a fast act of something getting bigger, wider, power-like, and needed for quick decision-making and inventiveness (Kjellström et al., 2020). To maximise these prospects, leadership realised it was crucial to develop workplace circumstances that encouraged creativity and athleticism.
· Adopting a Participative Leadership Style: TechInnovate leaders encouraged innovation and employee participation with participative leadership. The staff was encouraged to respond to the rich company-wide data. This success strategy gave workers a sense of ownership over their jobs and encouraged intelligence by combining the views, points of view, and abilities of many people or things to fulfil tasks.
· Empowerment and Delegation: TechInnovate's management delegated responsibility and let teams lead new initiatives due to their highly qualified workers. Leaders who trust their teams can speed up product development cycles and better respond to consumer needs (Bastari et al., 2020).

[bookmark: _Toc161137331][bookmark: _Toc161744682]Navigating a Market Downturn
TechInnovate's company ended when the global money-based environment changed. The company faced lower income, more rivals, and the need for cost metrics of output vs. waste to produce more with less waste. This crisis required a distinct leadership style to shepherd the organisation through the chaos and hastened chaos.
· Shifting to a Directive Leadership Style: TechInnovate executives organised after finance performance declined. They provided clear standards and regularly examined new ventures to ensure they fulfilled the company's revised success goals (Northouse, 2021). They fulfilled orders quickly and clearly to speed up and improve procedures and minimise expenses.
· Communication and Support: TechInnovate secured leaders and kept their teams informed despite the shift in order. They ensured that the workforce understood the situation by explaining the logic behind success plans, ways to meet goals, and the necessity for changes. Clearness and honesty helped sustain mood and trust during a difficult time (Wuryani et al., 2021).
· Adapting to Changing Circumstances: TechInnovate's executives gradually returned to a more participative and power-sharing leadership style as money-based conditions improved. The company could quickly seize fresh chances due to its adaptability.

[bookmark: _Toc161137332][bookmark: _Toc161744683]Lessons Learned
The TechInnovate example shows the basic, built-in, important aspects of situational leadership—that no single approach works in all situations. The company's success depended on its leaders' capacity to adapt to changing internal and external conditions.
· The Importance of Flexibility: To properly navigate development and downturn stages, leaders have to swing between participative and orderly ways.
· Employee Engagement: Even after adopting a more orderly manner, employee engagement and trust were crucial. Here, clear communication and support were crucial.
· Adaptability for Future Success: The instance emphasises the need to adapt leadership style, goal-setting, and implementation. Long-term success requires being flexible to adapt to changing market conditions and design approaches to achieve goals and operations (Megheirkouni and Mejheirkouni, 2020).

[bookmark: _Toc161137333][bookmark: _Toc161744684]Conclusion
Leadership theories X, Y, and Z and situational leadership show how different leadership styles and approaches can significantly impact organisational culture, employee motivation, and performance. Theory X takes a more orderly approach, presuming workers are unmotivated and need careful supervision (Muff et al., 2020). Theory Y, in a surprising way, promotes a more positive picture of workers as self-directed and determined to do things without pressure, advocating for participative leadership. Theory Z draws on Japanese management techniques and emphasises trust, loyalty, and all-or-nothing decision-making. The discussion highlighted the importance of situational leadership, emphasising the need for leaders to adapt their style to the job, team, and environmental factors to safely navigate their organisations through various challenges.
Understanding and utilising these leadership reasons theoretically can help small business owners manage their teams better. Situational leadership emphasises flexibility, which is crucial in a small business's fast-paced, unpredictable environment. Owners can apply Theory Y's basic truths guidelines to brainstorm, innovate, and engage employees, which are crucial for growth and winning contests. Similarly, Theory Z may assist develop a strong, well-organized team culture, improve loyalty, and ensure long-term commitment, which is crucial for a small business's survival (Hajiali et al., 2022).
However, in the early phases of a business or during major crises, a more orderly strategy as organised and mentioned in Theory X may be important to ensure survival and strong and steady nature lasting nature strength (Kanat-Maymon et al., 2020). Small business owners must remember the necessity of adaptability and tailoring their leadership style to their firm and employees. They can create working conditions that boost corporate success and employee well-being, creating a resilient and adaptable organisation.
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