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[bookmark: _Toc214469570]1. Introduction 
The performance, reputation and sustainability of any organisation are greatly dependent on leadership (Gobillot, 2021). In the local government, leadership has a direct impact on policy development, employee welfare, and the quality of services in the community (Haricharan, 2023). The London Borough of Tower Hamlets Council presents an interesting case study on the influence of leadership behaviours and attitudes on the effectiveness of an organisation. Tower Hamlets is considered one of the most diverse boroughs in London, with more than 310,000 residents that is characterised by high rates of socio-economic disparity and cultural pluralism (Trust for London,2021). Such complexity cannot be handled by administratively competent leaders alone, as they also need to be emotionally intelligent and ethically based leaders.
Tower Hamlets Council has been facing serval high-profile governance issues, like the election removal of its elected mayor, Lutfur Rahman, in 2014 due to corruption and election fraud accusations (BBC News, 2015). Even more recently, the council still faces a problem with employee dissatisfaction, elevated employee turnover, and leadership transparency issues, even after administrative changes (Bunn, 2024). Such recurrent problems indicate that there is systemic inadequacy in the leadership culture and not isolated governance problems. Therefore, the case of Tower Hamlets Council can demonstrate how attitudes of leaders of an organisation, from authoritarianism to ethical complacency, may spill over the whole organisation, destroy morale, decision-making, and service delivery. The theoretical and empirical analysis of this organisation can show how it has implications for the wider area of governance in the public sector and the development of leadership in individuals.
Therefore, the purpose of this report is to critically review how the attitudes and behaviours of leadership affect the culture and long-term stability of organisations, with a particular interest in the Tower Hamlets Council. The discussion will evaluate the adverse impacts of bad leadership in the council before recognising the significance of leadership styles, emotional intelligence, and the ramifications of the toxic traits of leadership. Lastly, the viability and constraints of the leadership development programme (LDPs) in the case of the public administration will be analysed.


[bookmark: _Toc214469571]2. Impact of poor Leadership on Tower Hamlets Council and its Environment
As discussed in this section, the case of the Tower Hamlets Council reveals that inappropriate, unethical or autocratic leadership approach positively affects not only the productivity inside, but also the confidence of people and civic participation.
[bookmark: _Toc214469572]2.1. Corruption, nepotism, and erosion of trust 
The Tower Hamlets governance crisis in 2014 typified the devasting effect of poor leadership on the creditability of the institution. The decision of the High Court in the case of Erlam and Others v Rahman (2015) included the conviction of Mayor Lutfur Rahman due to corrupt actions, such as the misappropriation of state funds, indirect influence on community organisations and intentional polarisation based on ethnicity (BBC, 2017).
This episode caused the unprecedented of an elected mayor in the modern a British local government. Ellingham and kehoe (2024) state that the culture of fear and favouritism was present in the administration of Rahman, who oppressed dissent and rewarded loyalty at the expense of democratic accountability.
As per leadership theory, the leadership of Rahman was more of a transactional and autocratic leadership style, as the leader had focused more on loyalty and control as compared to ethical governance and participatory management (Armstrong,2020). As per Milosevic, Maric and Loncar (2020), political patronage using discretionary powers is also congruent with the characteristics of toxic leadership, such as manipulation, self-promotion, and a lack of appreciation of institutional ethics. Empirically, Ohemeng et al. (2020) established that corruption and innovation in public organisations. In the case Tower Hamlets Council, it presented itself in the form of cynicism among the staff members, morale was at a low, and confidence had diminished among the populace.
In addition, its legitimacy was significant damaged as evaluated by society on the council. According to a report by the Ministry of Housing, Communities & Local Government (2024), its decisions to grant and account management of property did not require transparency and objectivity by the council. As a result, the council was subject to close governmental control over several years, to which external ministerial representatives administered financial and governance reforms (Grew, 2024). This intervention did not just impact negatively on the local autonomy but also worsened the relationship between the council and the residents. Poor leadership, therefore, was not limited to the dysfunctionality inside but was now a crisis of democratic legitimacy.



[bookmark: _Toc214469573]2.2. Organisational Culture and employee disengagement 
The existence of a toxic organisational culture also resulted from poor leadership at Tower Hamlets, and it was still experienced even after the first governance scandal. In the official 2024 Best Value Inspection report, the internal employee surveys have shown that a significant number of employees have been feeling anxious and, in a few instances. Intimidated (Bromley-Dery et al., 2024), which has led to a tendency to question senior management and the administration. In addition, the report indicated that the Tower Hamlets mayor Lutfur Raham created shock in making as astonishing political comeback as he was elected as the Aspire of mayor of Tower Hamlets after the council was reverting to the years before 2014 because some-ranking officers who had worked under Mr Rahman  as the former mayor had had a back position to the same office since 2022 (Gregory, 2024). This meant that junior workers saw top-level management as inaccessible, erratic and very bureaucratic, such characteristics of a low-trust organisational climate.
This confirms with the model of organisational culture by Schein, which argues that leadership behaviour influences shared values, assumptions, and norms in an organisation (Barragan et al.,2023). Inconsistent and unethical leaders lead to conditional encouragement of such behaviour at hierarchy levels. The case of Towe Hamlets saw the culture of toxic and hidden culture and close communication become popular (Walker, 2024). Lack of psychological safety disheartened innovation and critical evaluation, which are the major characterises of dysfunctional leadership situations (Edmondson,2018).
Moreover, poor leadership affected the trover and performance of the employees. At Tower Hamlets, staff turnover was higher than that of the local authority in London ,which stood at almost a quarter (24%) in 2018, and with an average of 19% across most  of the similar councils( London Borough of Tower Hamlets, 2021).The turnover rate, especially among the senior officers, was high, thereby interfering with continuity in service delivery and raising expenses in terms of recruitment and education. Such inefficiencies in a public value perspective (Ojasalo and Kauppinen, 2024) are equated to poor service delivery and low outcomes of communities, which only increase the level of dissatisfaction of the people.

[bookmark: _Toc214469574]2.3. Political polarisation and community disillusionment
In addition to internal impacts, inadequate leadership in Tower Hamlets made community relationship worse and independent engagement in politics lesser. Rahman and his administration were also criticised for politicising the affairs of the community, tending to oppose the Bangladeshi community as outsiders and favouring the Bangladeshi community only, with 32% of its cabinet members in 2014 belonging to the Bangladeshi community (Walker,2024). Mis behaviour by the leadership in Tower Hamlets intensified the process of ethnic polarisation and eroded the ability of the council to become an impartial community service provider (Connelly,2018).
In theoretical terms, these failures in leadership are indicative of poor emotional intelligence (EI)1 (Goleman and Cherniss, 2024), that is, a lack of empathy, self- regulation and social awareness. Leaders who fail to negotiate the various expectations of a community create governance frameworks that reflect their lack of security and base them on control, but not unity. As per Zhang and Adegbola (202), in the public sector, leader with low EI have a higher; likelihood of adopting reactive and defensive communication styles that can alienate staff members and stakeholders. The outcome in Tower Hamlets was the failure of trust between communities and the council.
According to Tower Hamlets Labour (2025), a considerable number of people are not confident in local governance. The inability of the leadership to restore the people depicts that individualism and policies morals might have a direct effect on the morale and cohesiveness of the people of a country.
 
[bookmark: _Toc214469575]2.4. Governance Reforms and Persistent leadership Challenges
Although the effect of the poor leadership that came before was still felt since subsequent leadership could only bring in reforms such as a tightening of the financial control and transparency system. The scandal Lutfur Rahman was elected mayor again in 2022, having seen banned on accountability and organisational integrity. Opponents such as Allegretti and Mason (2022) claimed that his comeback was indicative of the inability of the council to implement a good ethical culture and a well- developed leadership succession system. Using the governance theory, the point here corresponds to institutional isomorphism (Dimaggio,2019), reforms are geared towards structural compliance and not behavioural change. The attitudes of leadership were not easy to change despite the formal overseers who did not take the form of oversight. According to Srivastava (2022), cultural renewal under the basis on trust and transparency, and not compliance with procedures, is what is needed to reform leadership. The experience of Tower Hamlets shows that the application of formal interventions without genuine, emotionally intelligent leadership will only bring shallow improvements.
The Tower Hamlets example highlights some major systemic weakness on the side of local government leadership. Ineffective leadership of the people’s institutions not only impact the internal performance but can destroy democracy, increase inequality, and create cynicism about public institutions. Research in the field of UK local governance (Hambleton,2019) implies that the processes of leadership failure are usually the result of the over-centralisation of power, the absence of proper ethical guidelines, and the lack of leadership developmental models.


[bookmark: _Toc214469576]3. Significance of Leadership evaluation of leadership styles and emotional intelligence 
Public sector leadership in institutions like the Tower Hamlets Council is not only a managerial role, but an ethical and relational process which outlines how individuals are aligned to the organisational agenda, how they cope with change, and how they handle crises. Within these politically intricate settings, the leadership efficacy lies in both the application of suitable styles well as the incorporation of EI to reduce the wide range of stakeholders and employees most efficiently.
[bookmark: _Toc214469577]3.1. Significant of leadership in public sectors context
Local government leadership is burdened with the responsibility to be accountable in the eyes of the community and to act as representatives of society. According to Hambleton et al. (2022), the leaders of UK local governance work in shared power spaces, which means that they will be obligated to offer administrative efficiency alongside participatory democracy. In the case of Tower Hamlets Council, leadership is critical in promoting transparency, moral decision-making, and integration, especially based on ethnic diversity in the borough and socio-economic differences.
Similarly, good leadership will enable psychological security, dialogue, and augment purpose (Edmondson, 2019). On the other hand, a lack of leadership or rather a lack of concern, breeds suspicion and administrative paralysis, Successive leadership of the council, including the interim leadership of 2014 in the wake of the corruption scandal, illustrated how the moral credibility and participatory leadership required would initiate the process of restoring the institutional legitimacy. This depicts the model of adaptive leadership, which asserts that one should mobilise people to address structural organisational difficulties by refocusing values and norms, not by giving instructions (Abukalusa and Oosthuizen, 2025).

[bookmark: _Toc214469578]3.2. Application of Leadership Style within Tower Hamlets
Dissimilar leadership approaches have brought out considerably diverse results in the   Tower Hamlets Council. Traditionally, leadership was a swing of authoritarian power and bureaucratic obedience, resulting  in the  lack of engagement amongst employees and general alienation of the population (Bunn, 2024).The crucial analysis of these styles can point to the categorisation of leadership styles that divide the leadership into the autocratic, democratic and laissez-fare models (Jaafar, Zambi and Fathil,2021).
At the Tower Council, the prevailing style of leadership style of leadership was autocratic whereby consultation only came to second place after control and loyalty (BBC,2017b). Although such a style may lead to improvements in efficiency in the short term, particularly with bureaucracies, creativity and moral responsibility are stifled (Hogg,2021). Ethical compromises and opaque decision-making were part of Tower Hamlets, where autocratic practices were adopted. Democratic leadership, on the other hand, was partially reversed by later commissioners and administrative heads who had initiated collective decision-making in budget allocation and governance reforms. This model is like the transformational leadership theory (Boccoli et al.,2024). which promotes vision, inspiration, and empowerment. Transformational leaders communicate moral purpose and build trust, which is a key strategy of restoring the tarnished reputation of Tower Hamlets. This shift is backed by the empirical research by CIPD (2022), which shows that 78% of leaders realise that an inclusive work environment and workforce diversity are potentially useful to the organisation, whereas at stagnant leadership levels, the results remain unchanged. Therefore, the leader’s style is not absolute but determined by the context, which will suit the maturity and morale of workers.
[bookmark: _Toc214469579]3.3. Role of Emotional Intelligence (EI) in Leadership effectiveness
Complex councils such as Tower Hamlets need emotional leadership, the ability to control oneself and others in adversity. The EI model by Goleman (2019), which consists of self-awareness, self-regulation, motivation, empathy, and social skills, is an appropriate analytical tool. In the post-interventions period (2015-2020), senior leaders embraced the use of leadership development interventions based on empathy, communication, and resilience (Tower Hamlets Council, 2025). This trend of EI-related leadership goes in line with Lui and Boyatzis (2021) that the idea of emotional intelligence implies that, when assuming leadership, the employee ought to be more engaged by knowing how people feel the and addressing them appropriately. Nevertheless, just 63% of the employees indicated that they perceived increased fairness and openness and therefore portrayed low recommendation to work at Tower Hamlets (Glassdoor,2005). This adds to the claim of Supramaniam and Singaravelloo (2001) that EI creates trust, which is important after a crisis. On the contrary, alienation was supported by the lack of emotional intelligence in former leadership based on defensiveness, favouritism, and lack of effective communication. According to the Commission on Race and Ethnic Dipartites (2021), leaders who displayed insensitivity to other cultures underestimated the aspects of cultural sensitivity, especially in cases where the borough has the most residents with minority ethnic background unity and openness to serve le the people.
[bookmark: _Toc214469580]3.4. Situational and contingency leadership in diverse contexts
The council experiences a dynamic political environment, meaning that it is not practical to adhere to one leadership model. The situational leadership theory suggests that situational and contingent factors are related to the level of follower maturity, competence, and motivation (Xuecheng et al., 2022). Good leadership would be balancing regulatory roles (e.g., compliance, finance) with directive regulation with supportive, coaching leadership in community-facing departments (e.g. housing, youth services). Likewise, the Contingency Theory implies that the effectiveness of a leader lies in the congruency between the leader’s orientation (task vs. relationship) and the situational control (Chaudhry,2020). This inefficiency and conflict were partly because the approach that former leaders used did not suit different circumstances; they all applied the same stringent control to all their functions. The next generations of leaders in Tower Hamlets must be flexible and switch service between inspirational and transactional approaches, as required, based on the urgency of tasks and dynamics among the stakeholders.
[bookmark: _Toc214469581]3.5. Integrating ethics and emotional intelligence in leadership practice
Finally, there is a need to have leaders who combine ethics with emotional competency to make Tower Hamlets Council successful in the future. According to ethical leadership theory, Shakeel et al. (2019), the main sustainability theories of performance revolve around integrity, fairness and caring towards others. This, together with the EI dimensions as specified by Goleman, makes sure that leaders not only make reasonable decisions but also establish relational trust. In practice, this can be institutionalised in Tower Hamlets, in terms of reflective leadership training, peer-mentoring and cross-departmental empathy workshops. These plans create the culture of emotional and moral sensitivity that is compatible with bureaucratic effectiveness.
Related to this is the fact, as asserted by Vveinhardt et al. (2024), that emotionally intelligent leaders, in the case of a public organisation, attract organisational commitment; thus, negative cynicism and turnover are neutralised.


[bookmark: _Toc214469582]4. Enduring Dysfunctional Qualities of Toxic Leadership and Organisational Impact 
As leadership may uplift organisation, its dark aspects may destroy morale, ethics, and performance. According to Cohee (2022), toxic leadership is a term used to denote such individuals who, in terms of their destructive behaviours, cause permanent damage both to the followers as well as to organisational culture. The example of Tower Hamlets Council is a vivid demonstration of how systemic dysfunction can be ingrained with all the toxic traits of narcissism, manipulation, authoritarianism, and others.
[bookmark: _Toc214469583]4.1. Characterising the toxic leader
Narcissistic, Machiavellian and psychopathic traits also to merge in one character, which is termed as Dark Triad (Paulhus and Williams, 2022). These attributes are exhibited in terms of self-session, lying and emotional detachment. All these tried elements could be observed during the reign of Rahman: the centralisation of power and the disregard of opposition, as well as the populist exploitation of the sense of community (Bhattacharya,2022).
Toxic leadership occurs because of three factors, as pointed out by the Toxic Triangle model by hogan et al. (2021): destructive leaders, vulnerable followers and facilitative environments. Political polarisation and a lack of good supervision in Tower Hamlets provided a good breeding ground for such toxicity. With inciting followers who were either afraid or considered self-interest, those inappropriate behaviours KPI prospered, and the institutional frameworks could not regulate the misuse of power.
[bookmark: _Toc214469584]4.2. Dysfunctional qualities and their manifestations 
Narcissistic leaders are focused on personal legacy but not on the common good of the group. Under Raham, there was overindulgence in self-promotion, where the success of a council was not seen as an accomplishment of the council but rather his personal success. According to lynch et al. (2022), narcissistic leadership is associated with more conflict and less team collaboration among staff members-character traits evident in the broken managerial relationship at Towe Hamlets.
Other attributes are authoritarian control and micromanagement as toxic leaders subject to control by intimidation and ostracism (Chen and Sun,2021). Media coverage at Tower Hamlets portrayed an atmosphere of fear in which employees were afraid of being punished for voicing their opinions (Ellingham and Kehoe, 2024). These conditions are consistent with the notion of bad leadership as Kellerman (2024) describes it as an organisational environment where transparency and accountability are silenced by the authoritarian nature. Institutional neutrality is also undermined by the fact that they possess manipulative political behaviour, exploiting communal divisions to benefit politically to their political advantage. It has been agreed with the model of the destructive leadership, in which the influence on social loyalties undermines the moral governing (Wu et al.,2022).
[bookmark: _Toc214469585]4.3. Impact on organisational performance and culture 
The implications of toxic leadership in Tower Hamlets have been awful in the long term.
To begin with, it caused demoralisation and helplessness among staff. Budak and Erdal (2022) indicate that expose to toxic leaders is associated with burnout, stress, and low job satisfaction. As survey of staff in Tower Hamlets found that morale was low and there was a lack of psychological safety (LGA,2023). Secondly, the organisational learning was reduced because of toxic leadership. Leaning organisations are based on open conversations and reflection (Clark,2012); hence, fear-driven cultures suppress all these facets. This unwillingness of the council to question internal mistreatment was indicative of defensive logic, which is characteristic of toxic systems. Third, trust between people was ruined. Toxic leaders corrupt institutional values to either benefit themselves or to achieve some political goals, resulting in the collapse of reputation.
The Tower Hamlets Scandal is used as a benchmark in the government dysfunction (Lee,2022). The cases of corruption in local government, such as Tower Hamlets, depict poor performance by diminishing the level of confidence of confidence of citizens and their turnout. 
[bookmark: _Toc214469586]4.4. Enduring organisational scars and cultural residues 
The remnants of toxicity even survive after official transformation of leadership, i.e., post-toxic trauma (Hughes,2022). Fear, cynicism, and mistrust of authority are internalised by the employees. Although the administration in Tower Hamlets has been reformed, some of its historic past problems, which include factionalism, poor communication, and interdepartmental collaboration levels, are still apparent (Bromley-Derry et al., 2024). These conform to what Daniel (2017) has called toxic emotions at work, the residual psychic effect of the abuse of power in the past. Also, toxic leadership generates structural intetia0a habit of being risk and innovation-averse because of fear of losing. Micromanagement departments no longer have a chance to act independently, thus resulting in compliance-based instead of valued-based leadership.
According to Gupa et al(2010), this inertia negatively affects adaptive capacity in sophisticated systems in the public.
Moreover, toxic leadership cannot be treated using disciplinary action; it needs to heal the culture. The introduction of ethics training, whistleblower protection and leadership appraisal frameworks by Tower Hamlets is a step in the right direction.
Transformational leadership (Agustina et al., 2024), however, which is marked by self-awareness, transparency in relations and integrity, must find its way to all levels of management. Real leaders overcome toxicity by demonstrating vulnerability, apologising, and doing what is right. Moreover, to reduce toxicity linked to the concentration of power, promoting distributed leadership, in which the power to make decisions is shared, can ease the situation (Goltz,2023). In the case of Tower Hamlets, future autocratic tendencies would be avoided by empowering the departmental heads and promoting participatory forms of governance.


[bookmark: _Toc214469587]5. Critical review and Appraisal of Leadership Development Programmes 
[bookmark: _Toc214469588]5.1. Purpose and rational of Leadership development in local government 
The leadership development programmes (LDPs) are considered essential instruments in enhancing the ability, moral uprightness, and flexible intelligence of leaders in society (Dewhirst,2024). Subsequently, in the wake of the governance crises which shock Tower Hamlets Council, the issue of leadership development was integrated into a central process of restoring competence and credibility. Nevertheless, as much as such programmes have been touted to revive culture and develop it professionally, their applicability and effectiveness are a debatable issue.
The public sector leadership development is particularly different as opposed to that of the private sector. The leaders of local governments must balance bureaucratic accountability and the participation of the community, working within the limits of publicity and politics (Hambleton, 2019). The objective of the development of leadership in Tower Hamlets should be, therefore, not limited to the building of managerial competencies, but to the development of the ability to work ethically, displaying emotional intelligence and cross-cultural sensitivity.
Since the controversy in 2015, there have been serval reform programmes designed for Tower Hamlets Council, as outlined in the frameworks of leadership capabilities, mentoring, and resilience training among senior employees. An example of this is the Community Leadership programme between Olmec and Tower Hamlets, a community-based development initiative, which creates opportunities in leadership for the Borough residents (Olmec, 2025). Equally, an example of a community partnership named Communities Keeping Well in Tower Hamlets is a vital community collaborative project involving c0-production to trigger community interactions and expand participation (LGA,2024). The reasoning behind this was to professionalise the leadership culture and eliminate the reliance on personal charisma or politically rewarded and values- based leadership.
[bookmark: _Toc214469589]5.2. Evaluating the effectiveness of leadership development programmes 
The empirical data imply this effect is mixed. According to Nadeem (2024), structured LDPs enhanced motivation, communication, and employed engagement in the work of public organisations. Likewise, reach indicates that leadership training is associated with positive ethical decision-making and cross-departmental cooperation (Cohn, 2021).
At Tower Hamlets, employee rating of leadership fairness was enhanced, and there was an increased interdepartmental collaboration (Tower Hamlets Council, 2025b), indicating that trust was quickly restored. Leadership coaching can also result in an improvement in the level of emotional resilience, which corresponds to the argument advanced by Goleman (2019) that emotional competence is paramount to adaptive leadership.
However, most LDPs place too much emphasis on technical skills and managerial practices at the expense of profound behaviour change (Majczyk,2022). Failure of leadership development tends to occur when leadership is taken out of context, i.e. training people but not the systems that support dysfunction. The example of Tower Hamlets shows that even with training interventions, structural hierarchy and risk aversion still exist in the borough, even though short-term programmes are limited in changing the entrenched attitudes.
[bookmark: _Toc214469590]5.3. Theocratical perspective: Transformational and authentic leadership development 
Many contemporary LDPs are based on the transformational leadership theory (Boccoli et al., 2024), which emphasises instilling vision, building trust, and encouraging followers to be motivated by factors beyond self- interest. The programmes designed around such a model prompt leader to state mission- driven by values, inclusivity and the focus on long-term effects, as opposed to short-term outcomes. The aspect of transformational training in Tower Hamlets, especially regarding communication and vision-setting, came in handy when reaching out to the middle managers.
Nonetheless, the historical failures of governance in the council underscore the significance of authentic leadership development (Williams et al.,20220, which focuses on a sense of self-knowledge, moral point of view, as well as relational openness. Instead of artificial leadership model that may promote individual bias and the moral aspects behind decisions, genuine leadership systems make one think their own prejudice and the moral side of decision-making that is highly important in a borough where historical power abuses had been committed. Ethical reflection, self-assessment, and coaching leadership workshops like the ASAN Short Course in Leadership can have a positive impact on honesty and accountability (Tower Hamlets Council, 2025b).
[bookmark: _Toc214469591]5.4. Barriers and limitations of leadership development programmes 
Although LDPs have a sound conceptual potential, several obstacles limit their viability and sustainability at Tower Hamlets and other similar councils. The hierarchical bureaucracies usually conflict with hard and fast governance structures that put emphasis on compliance, as opposed to innovation. This restricts trial and error and learning downwards (Nag and Farhat, 2021). The continuity in the process of leadership development is necessary, but the change of leadership in the councils after every election often follows through the programme and disrupts growth momentum (Lumby, 2019). This issue is a critical one, especially in Tower Hamlets, where political instability defeats steady reform.
Furthermore, years of negative leadership experiences have curbed the receptiveness of staff to training, as it would have resulted in mistrust and cynicism. According to Shah et al. (2023), reflective of leadership development is difficult to assess. Measures like the satisfaction of staff or services performance are determined by various factors, and it is hard to be able to isolate the effects of training. The constraints on the leadership coaching and appraisals. Since 2010, the austerity measures in the public sector have contributed to decreasing the development budgets (17% reduction between 2010-2019), especially in boroughs of London (Centre for London,2019). 
[bookmark: _Toc214469592]5.5. Emerging models and strategic integration 
New strategies are being developed to overcome them. A combination of classroom instruction and other experiential-learning and mentorship models that are blended learning models has also proven promising. The Leadership Essentials programme by the Local Government Association (LGA) offers peer learning between council heads to exchange best practise and encourages reflection (LGA,2025). This is something Tower Hamlets can build on. Also, integrating leadership development as part of organisational construction, not as a single HR project, makes it more sustainable.
This echoes the concept of the learning organisation 9Hansen et al., 2020), where the development of leadership is intertwined with daily operations by use of feedback loops, reflected teams and collective responsibility. Initialisation of learning in Tower Hamlets in connection with performance appraisal and service innovation metrics could help to connect LDP outcomes to these metrics.
Overall, there has been partial cultural rehabilitation in the Tower Hamlets Council due to the leadership development programmes. They have enhanced interdepartmental trust, self-awareness and enhanced communication. However, they do not work within their contextual constraints, which are politics, one-off funding and remnant cynicism.
According to Franken et al. (2021), the development of leadership in the public sector can only be effective when it works in tandem with personal growth and system transformation. When applied to the case of Tower Hamlets, this implies incorporating leadership learning into a governance reform, matching it with codes of ethics, and measuring performance on a multi-year basis. As per the suggestion of Brewer and Devnew (2022), the development programmes should go beyond the level of individual skills development into the collective level of leadership change, in which emotional intelligence, authenticity and accountability are idealised as an organisational culture and not an aspirational goal.



[bookmark: _Toc214469593]6. Conclusion 
Leadership not only dictates the achieved level of operations of an organisation, but also its sense of morality, interpersonal acceptability, and cultural strength. Tower Hamlets Council is shown to be the place where the attitudes towards leadership, whether positive or negative, spread to all tiers of life in an institution. This history of poor leadership of the council, which was characterised by corruption, dictatorship and manipulation, left the council with long-term organisational scars, lack of morale, broken communication and trust among the people. These breakdowns are examples of the destructive nature of toxic leadership in which self-interest prevails over ethical duty. It was the crisis of governance that led to direct government intervention, which revealed how dysfunctional leadership can disrupt institutional credibility and democratic accountability.
Alternatively, the gradual recovery of the council highlights the transformational ability of the emotionally apprehensive, ethically based leadership. Based on Transformational, Authentic, and Adaptive Leadership, Tower Hamlets is starting to promote a more open and inclusive culture. The incorporation of the EI has had a significant impact in the sense that sympathy, self-control and social cognisance are not weaker qualities, but functionalities that requires implementation in the government.
Nevertheless, the council leadership development is weak. There is still structural inertia that hinders complete organisational renewal, political volatility and leftover cynicism. The leadership development programmes have enhanced the interpersonal competencies, communication, but have not yet provided profound cultural change.
To summarise, the case study of Tower Hamlets implies leadership is a personal and social ethical action. The social contract between the council and its citizens is determines by the attitude of its leaders, who may be toxic or transformational. Tower Hamlets is a diverse and dynamic borough, so effective leadership is not just gauged by policy efficiency but by aspects like integrity, empathy, and inclusiveness with which the community is served.
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