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[bookmark: _Toc151373712]Part 1 – Academic Report
Understanding Leadership Theories X, Y, and Z: A Comprehensive Analysis
[bookmark: _Toc151373713]Introduction
McGregor's Theory X and Theory Y represent contrasting management philosophies. Theory X leans towards an authoritarian approach, while Theory Y advocates for participative management. Effective leadership often requires a blend of both theories, tailored to individual and situational needs. Theory Z, introduced by William Ouchi, combines aspects of Theory Y and Japanese management principles, emphasizing trust, loyalty, and collaboration. This report investigates into three key leadership theories: Theory X, Theory Y, and Theory Z, exploring their relevance in contemporary organizational contexts. Theory X represents an authoritative management approach, while Theory Y emphasizes participative leadership. Theory Z combines the strengths of both. In today's dynamic workplaces, leaders face diverse challenges, demanding adaptability and flexibility. This report also examines how culture and personal differences influence leadership styles and delves into situational leadership. By analyzing these theories, discussing their similarities, differences, advantages, and disadvantages, and considering the impact of culture and personal traits, this report provides valuable insights for leaders navigating modern organizational complexities.
[bookmark: _Toc151373714]Theory X, Y & Z Leadership
[bookmark: _Toc151373715]Introduction to Leadership Theories 
According to Channell (2021), McGregor's Theory X and Theory Y represent two contrasting management philosophies. Theory X adopts an authoritarian approach, assuming employees lack intrinsic motivation and need external rewards, punishments, and constant supervision to perform effectively. In contrast, Theory Y advocates for a participative management style, trusting that employees are self-motivated, capable of making decisions, and seek personal growth. While theory X suits high-pressure, output-driven environments, offering clear roles and goals but potentially stifling creativity and development. Theory Y, while more empowering and conducive to meaningful careers, may not be suitable for all employees, as it demands comfort with ambiguity. Effective management often requires a blend of both theories, adjusting to individual and situational needs. Striking this balance promotes employee motivation and wellbeing, fosters a positive work environment, and ultimately enhances organizational success (Sethuraman and Suresh, 2014). Theory Z, introduced by William Ouchi in 1981, distinguishes itself from Douglas McGregor's theories. Despite its misleading name, it stands as an independent management philosophy, often associated with the Japanese management style. Ouchi's Theory Z combines the favorable aspects of Theory Y and modern Japanese management principles. It places significant trust and freedom in employees, presuming their strong loyalty and commitment to teamwork and the organization (Cuofano, 2023).
[bookmark: _Toc151373716]Similarities and Differences
Similarities
According to Kurt (2022), the Theory X acknowledges that employees have innate potential, although it tends to view them as naturally lazy or unproductive (Figure 2). However, it does recognize that this potential can be influenced to improve work performance and organizational efficiency. While, the theory Y highlights the belief that employees possess potential and can be motivated when provided with suitable conditions and responsibilities. It suggests that people can become more productive when their potential is recognized and cultivated.
Theory X and Theory Z both place a significant emphasis on the style of management and its impact on employee efficiency and organizational success (Aithal & Kumar, 2016). Theory X leans towards strict supervision and authoritarian management, while Theory Z focuses on a distinct corporate culture and consensus decision-making. Moreover, both Theory X and Theory Z anticipate a degree of employee loyalty, although they differ in their approach to achieving it. Theory X expects employees to be efficient under strict supervision, while Theory Z aims to build loyalty by creating a supportive and culturally rich work environment (Aithal et al., 2016)
Differences 
Theory X, as described by Render (2019), is characterized by a management perspective that assumes employees have a less favorable view of work. Managers adhering to Theory X tend to hold pessimistic beliefs about their employees' intentions. They perceive employees as inherently lazy, requiring strict control and micromanagement to motivate them. Managers in this category are typically authoritarian, preferring to exercise a high degree of control over their employees. They often view employees as unambitious and prioritize job security over autonomy. In summary, Theory X is marked by a top-down, directive management style with an emphasis on control and supervision. In contrast to Theory X, Theory Y presents a more optimistic view of employees and their motivations (Surbhi, 2017). According to the article by Render (2019), Theory Y managers believe that employees can be self-motivated and find fulfillment in their work. They do not view employees as inherently lazy or in need of constant supervision. Instead, they prefer to grant employees more autonomy and decision-making authority. Theory Y managers encourage employees to take responsibility for their tasks and believe that employees can work towards goals they believe in. This theory highlights a participative management approach, where employees are given more freedom and trust to carry out their roles (Vaidya & Wallstreetmojo, n.d.).
Theory Z, as described by Render (2019), represents a management philosophy that combines elements of both Japanese and American management practices. It focuses on creating a motivating work environment through long-term employment, respect for employees, individual responsibility, and group collaboration. Theory Z managers aim to build long-term relationships with employees and cultivate individual responsibility, rather than assuming it or not. They exercise more informal control over their subordinates and emphasize the importance of group collaboration. Theory Z acknowledges the existence of both Theory X and Theory Y employee personalities and adapts its approach to accommodate both types. It reflects a flexible, culturally sensitive management style that aims to create a harmonious and productive work environment.
[bookmark: _Toc151373717]Key characteristics and principles of each theory
Theory X assumes that people are naturally lazy, disliking work, and requiring strict control and external motivators like rewards and punishments (Surbhi, 2017). On the other hand, Theory Y contends that people are inherently self-motivated, enjoy their jobs, and can be trusted with responsibility and autonomy. Theory X is more authoritarian and lacks trust, while Theory Y promotes participative management, intrinsic motivation, and creativity in the workplace. Theory Z, also known as the "Japanese Management" or "Participative Management" theory, emphasizes long-term employment, job security, and a strong sense of community within the workplace. It suggests that workers are motivated by a sense of belonging, job satisfaction, and involvement in decision-making. Theory Z combines aspects of both Theory X and Theory Y by valuing stability and a strong work ethic while also emphasizing employee participation and commitment to the organization's goals (Russ, 2011). This theory is often associated with Japanese management practices and aims for a harmonious and cooperative work environment.

[bookmark: _Toc151373718]Advantages and Disadvantages 
Advantages
An article by The Economic Times (2023) suggests that leadership under Theory X can bring certain advantages to an organization. This style provides clear structure and control, which can be beneficial in situations where tasks require precise execution and consistency. By closely supervising employees and enforcing strict rules, managers can reduce the likelihood of errors and maintain consistent quality in manufacturing processes. Additionally, Theory X's use of external motivators such as rewards and penalties can produce quick results and ensure employees meet specific goals and deadlines (Courtney et al., 2018).
Theory Y leadership offers several advantages to an organization. By emphasizing trust and autonomy, this style can significantly increase employee engagement and job satisfaction. Employees working in a Theory Y environment are more likely to feel valued and empowered, which often leads to higher productivity and creativity. Theory Y promotes workers' sense of accountability and motivation by encouraging them to take ownership of their work (Kurt, 2022). This approach also tends to result in lower turnover rates as employees are less likely to seek employment elsewhere.
Theory Z leadership emphasizes long-term employment, employee loyalty, and collaborative decision-making. In certain contexts, these principles can offer significant advantages. Employees in a Theory Z organization tend to have a strong sense of job security and belonging, which can foster a stable and cohesive work environment. The emphasis on teamwork and group decision-making often leads to better collaboration and problem-solving. In turn, this can contribute to a more efficient and harmonious workplace with lower turnover rates.
Disadvantages 
The constant oversight and limited trust in employees can lead to demotivation and reduced job satisfaction among the workforces. Employees may feel micromanaged and undervalued, which can stifle their creativity and innovation. Moreover, the rigid nature of Theory X may hinder the growth and development of employees, as it does not encourage independent thinking or problem-solving. High turnover rates may also be a consequence, as employees seek more autonomy and job satisfaction elsewhere.
However, Theory Y may not be suitable for all situations. It requires skilled leadership capable of balancing autonomy with accountability. In some cases, employees might abuse their freedom, leading to decreased productivity and accountability issues. Additionally, not all roles within an organization may benefit from a Theory Y approach, particularly those that demand strict adherence to rules and regulations or require immediate results. Employees accustomed to a more authoritative style of management may also resist the shift towards Theory Y.
Furthermore, there are potential disadvantages associated with Theory Z leadership. The consensus-building process, which is integral to this style, can result in slow decision-making, making it challenging to adapt to rapidly changing circumstances. Furthermore, some employees may resist a shift to Theory Z, particularly those accustomed to different management styles. In some cases, the focus on consensus may lead to a reluctance to take risks or make bold decisions, potentially resulting in mediocrity or missed opportunities for innovation.
For example, in fast-food restaurants like McDonald's and Burger King in the UK, Theory X management may be evident. Managers closely supervise employees, enforce strict procedures for food preparation and customer service, and use incentives like bonuses for meeting sales targets. While this ensures consistent service quality, it can lead to high turnover due to the demanding work environment and limited autonomy for employees. The advantages and disadvantages of these leadership styles are context-dependent, and effective leaders often adapt their approach to the specific needs of their organization and team.
[bookmark: _Toc151373719]Role of Culture and Personal Differences 
The way that leadership styles are applied and how effective they are inside organisations is greatly influenced by personal differences and organisational culture. Understanding and navigating these factors is crucial for leaders seeking to create inclusive and effective leadership approaches. In this discussion, we will delve into the impact of culture and personal differences on leadership styles and explore how leaders can adapt to these factors.
Culture heavily influences communication norms. In high-context cultures, such as Japan or many Middle Eastern countries, indirect and subtle communication is preferred. In contrast, low-context cultures, like the United States or Germany, tend to value direct and explicit communication. Leaders must adapt their communication styles to align with the cultural preferences of their team members to ensure effective communication.
As Hai et al. (2019) stated some cultures have a strong hierarchical structure, where authority figures are highly respected and decision-making is centralized (e.g., South Korea). In contrast, other cultures value more egalitarian relationships and participative decision-making (e.g., Scandinavia). Leaders need to adapt their leadership style to align with these cultural expectations. In hierarchical cultures, a more directive approach may be accepted, while in egalitarian cultures, a participative style may be more effective.
Cultures vary in their emphasis on collectivism (group harmony and cohesion) or individualism (personal goals and autonomy). In collectivist cultures, such as many Asian societies, leaders may need to prioritize team goals and build strong relationships. In individualist cultures, like the United States, leaders may focus more on individual recognition and empowerment.
[bookmark: _Toc151373720]Personal Differences and Leadership Styles
Threlfall (2019) stated that individuals have diverse personality traits, such as introversion or extroversion, which can influence their leadership styles. An extroverted leader may excel in team building and communication, while an introverted leader might thrive in analytical decision-making. Effective leaders recognize these differences and adapt their approach to leverage the strengths of their team members. Leaders from different cultural backgrounds may have inherent biases or preferences for certain leadership styles based on their upbringing. Being aware of these biases is essential for leaders to avoid unintentional favoritism and to create an inclusive work environment.
However, generations, such as Baby Boomers, Generation X, Millennials, and Generation Z, may have distinct values and expectations from leaders (Janzer, 2021). While older generations might favour a more conventional, hierarchical style of leadership, younger generations frequently value more collaborative and adaptable leadership approaches. Leaders need to be adaptable and bridge these generational gaps effectively.
Moreover, Garamvölgyi & Rudnák (2023), stated that leaders must adapt by developing Cultural Intelligence (CQ), embracing diversity and inclusion, being flexible in leadership styles, participating in cross-cultural training, and fostering open feedback and communication to navigate cultural and individual factors effectively.
Culture and personal differences have a profound impact on leadership styles' application and effectiveness. Effective leaders recognize these influences, adapt their leadership styles accordingly, and actively promote diversity and inclusion within their teams. Leaders may build a more inclusive and effective leadership strategy that benefits individuals and the organisation as a whole by accepting cultural and personal differences.
[bookmark: _Toc151373721]Case Study Analysis 
Errida & Lotfi (2021) presents a case study that focuses on a Moroccan construction company that underwent organizational changes and explores how a leader successfully applied change management principles, particularly the Theory Y approach, within this context. The study aims to identify factors influencing change management success and how they were leveraged effectively. In this case, the leader demonstrated a Theory Y approach by recognizing the importance of empowering and involving employees in the change process. This approach aligns with the belief that individuals are motivated, creative, and capable of taking ownership of their work. The leader emphasized open communication, employee involvement, and a supportive work culture.
The Theory Y leadership approach led to increased employee engagement as employees felt valued and included in the change process. They were encouraged to provide input and contribute to decision-making, enhancing their commitment to the changes (Errida & Lotfi, 2021). However, the company successfully implemented multiple organizational changes, such as adopting lean construction, increasing digitalization, and integrating supply chains. The Theory Y approach encouraged employees to embrace these changes and actively participate in their implementation.
The successful application of Theory Y leadership principles within a Moroccan construction company led to improved employee engagement, successful change implementation, enhanced performance, and sustained change. This case study highlights the importance of trust, empowerment, and collaboration in achieving change management success and offers valuable lessons for leaders across different sectors (Errida & Lotfi, 2021)
Lessons learned from this case study include the significance of empowering and involving employees in the change process to boost engagement and trust, the critical role of effective communication and collaboration in fostering a culture of inclusion, the need for continuous leadership support to maintain enthusiasm, the sustainability of change through intrinsic motivation, and the applicability of Theory Y principles to diverse industries with a focus on adaptable leadership approaches tailored to organizational needs.
The outcomes of applying Theory Y leadership in the Moroccan construction company included improved employee engagement, successful implementation of organizational changes, enhanced performance, and sustained change, highlighting the effectiveness of this leadership approach in achieving successful change management.
[bookmark: _Toc151373722]Situational Leadership 
[bookmark: _Toc151373723]Introduction to Situational Leadership 
Situational Leadership is a leadership theory and model developed by Paul Hersey and Kenneth Blanchard in the late 1960s and early 1970s ( Cherry & Morin, 2023). This leadership approach focuses on adapting leadership styles to match the developmental readiness or maturity level of individual team members or groups within an organization. Situational Leadership recognizes that different situations and individuals require different leadership approaches to be effective.
In modern organizations, the relevance of Situational Leadership lies in its adaptability and responsiveness to the diverse and ever-changing challenges faced by leaders (Joshi, 2023). It acknowledges that one leadership style may not fit all scenarios and individuals, emphasizing the importance of flexibility and the ability to assess and adjust leadership behaviors based on the specific needs of the situation and the people involved. This approach is particularly suited for today's dynamic and complex work environments, where leaders must navigate varying levels of competence and commitment among their team members to achieve optimal results.
[bookmark: _Toc151373724]The Situational Leadership Model
The Situational Leadership Model underscores the significance of leadership flexibility, emphasizing that effective leaders must possess the adaptability to tailor their leadership styles to the specific needs of different situations and the individuals they lead (Yukl, 2008). In essence, leaders are expected to be versatile in their approach, recognizing that varying circumstances and team compositions may necessitate diverse leadership behaviors (Figure 1).
This model introduces the concept of "developmental readiness," which evaluates a team member's preparedness based on their competence and commitment within a given role or task (Riggio et al., 2009). This readiness assessment categorizes individuals into four distinct stages. In the first stage, characterized by low competence but high commitment, a directive leadership style is recommended, involving clear instructions and guidance from the leader. For those with some competence but low commitment, the coaching leadership style is more appropriate, with leaders providing support, feedback, and encouragement to build commitment. The third stage, where individuals demonstrate moderate to high competence with variable commitment, benefits from a supportive leadership style, where the leader actively facilitates and participates in decision-making processes to foster commitment. Lastly, individuals with high competence and high commitment thrive under a delegating leadership style, where leaders provide autonomy and minimal supervision.
Crucially, the Situational Leadership Model emphasizes dynamic adaptation, acknowledging that leadership is not a static concept but an ever-evolving process. Leaders are expected to continuously assess the developmental readiness of their team members and adjust their leadership behaviors to align with the evolving demands of the situation (Riggio et al., 2009). This dynamic responsiveness enables leaders to optimize team effectiveness, enhance job satisfaction, and drive overall performance (Kozlowski & Ilgen, 2006).
Ultimately, the model encourages leaders to aim for an optimal leadership style that corresponds with the current developmental readiness of each team member. This alignment ensures that leadership practices are finely tuned to the unique characteristics and requirements of the individuals being led, fostering a harmonious and productive working environment.
[bookmark: _Toc151373725]Organizational Example (Unilever)
Unilever, a multinational consumer goods company headquartered in the UK, provides a compelling organizational example where leadership style was adeptly adjusted to meet evolving challenges and opportunities. Unilever's leaders recognized the growing global emphasis on sustainability and responsible corporate practices (Unilever, 2022). According to a report by GlobeScan (2023), Unilever`s consumers increasingly demanded environmentally friendly products and ethical business conduct, leaders understood the need to align the company with these values which brings them on the second place on the graphs with 29% of experts (Figure 3).
[bookmark: _Toc151373726]Global Expansion (Theory X and Y)
Unilever was expanding its presence in emerging markets, each with unique cultural, economic, and regulatory contexts (Unilever, 2022). Leaders acknowledged the necessity of adjusting leadership styles to effectively navigate these diverse markets. They combined elements of Theory X (providing structure and clear guidelines when needed) and Theory Y (empowering local leaders and teams to adapt strategies to local contexts) to successfully manage this expansion.
[bookmark: _Toc151373727]Competitive Landscape (Theory Z)
The FMCG sector was highly competitive, with both traditional rivals and newer, more agile competitors (Bokkerink et al., 2017). Leaders recognized the need for a collaborative approach (Theory Z), fostering teamwork and shared decision-making. This approach allowed Unilever to stay competitive and responsive in a rapidly changing industry.
[bookmark: _Toc151373728]Effectiveness of the Chosen Leadership Style
According to GBR (2022), Unilever's leaders adeptly blended elements of Theory X, Y, and Z within a transformational leadership style, successfully addressing various challenges. Their visionary approach fostered a compelling vision of sustainability and ethical practices, aligning the company with global environmental and social goals while inspiring employee motivation. This leadership style encouraged empowerment and collaboration among employees, mirroring the spirit of Theory Z. Additionally, leaders recognized the need for adaptive leadership in diverse global markets, providing clear guidance when necessary (Theory X) and encouraging local adaptation to meet regional needs (Theory Y).
This leadership approach generated notable results, evident in Unilever's achievement of significant sustainability milestones, enhanced brand reputation due to its commitment to sustainability, successful market growth in emerging economies driven by innovation in sustainable products, and the cultivation of high levels of employee engagement and retention (Unilever, 2021). Team members felt a deep alignment with the company's values and vision, contributing to the overall effectiveness of this leadership style.
[bookmark: _Toc151373729]Conclusion
In conclusion, leadership is a multifaceted concept, and various theories offer distinct insights into effective leadership styles. Theory X, Theory Y, and Theory Z provide valuable frameworks for understanding and adapting leadership approaches in contemporary organizations. While each theory has its unique strengths and weaknesses, successful leaders often find a balance between these theories, adjusting their strategies to suit individual and situational needs.
Furthermore, the role of culture and personal differences cannot be underestimated. Leaders must recognize and navigate these factors to create inclusive and effective leadership approaches. Cultural awareness, adaptability, and a commitment to diversity and inclusion are essential in today's globalized and diverse workplaces.
Furthermore, situational leadership emphasises how crucial it is for leaders to be adaptable and responsive (Cherry & Morin, 2023. To maximise output and job happiness, leaders must determine whether their team members are ready for the next step in their growth and modify their approaches accordingly.
Drawing from our analysis and the Unilever case study, it's evident that effective leadership involves a dynamic blend of Theory X, Y, and Z principles. Unilever's success in aligning its leadership style with the evolving challenges of sustainability and global expansion serves as a compelling example of how these theories can be applied in a real-world context.
However, contemporary leadership requires a nuanced approach that integrates various theories, acknowledges cultural and personal differences, and remains adaptable to changing circumstances. By embracing these principles, leaders can foster engaged, motivated, and high-performing teams, ultimately contributing to organizational success in today's dynamic business landscape.
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[bookmark: _Toc147226338]Figure 1 Theory Z Model (Adopted from Urwick).
(Source: Ebrary, n.d.)
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[bookmark: _Toc147226340]Figure 2 A person refusing to work (“X”) and a person cheering the opportunity to work (“Y”)
(Source: Kurt, 2022)
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[bookmark: _Toc147226341]Figure 3 Companies most recognized for their sustaiability leaderhip
(Source: GlobeScan, 2023)








[bookmark: _Toc151373732]Part 2: Reflective essay

[bookmark: _Hlk151376390]Reflection in the context of learning in higher education, involves a thoughtful examination and analysis of the historical and ideological dimensions of higher education. It goes beyond a mere intellectual understanding of knowledge and truth to encompass a more holistic perspective that includes the individual learner's context in the world (Brockbank and McGill, 1998).
The leadership snapshot featuring Indra Nooyi, CEO of PepsiCo, offered a real-world example of a leader breaking conventional boundaries and creating positive change. The ensuing discussion on the difference between leadership and management, citing Frederick Taylor and Barnard's conceptualization of authority, added nuance to my understanding of these distinct yet interconnected roles.
Acknowledging the dark side of leadership, characterized by toxicity and the misuse of influence for personal ends, illuminated the complexity and ethical dimensions of leadership. The session's summary encapsulated the multifaceted nature of leadership, emphasizing its demanding yet rewarding essence. As I reflect on this session, I am mindful that how I think about leadership will significantly influence my approach and practice of leadership in diverse contexts.
Session 6 on Leadership in Uncertain Times has been exceptionally captivating and enlightening, providing valuable insights that I believe will significantly contribute to my future career development. The session underlined the pivotal role of leadership in ensuring organizational success, particularly in the context of evolving structures and constant change. During this session I have also understood that flatter organizations require a different approach to leadership resonated with me, challenging traditional notions of hierarchical authority. The assertion that effective control is best achieved through strong values embodied in leadership aligns with my belief in the power of ethical leadership to navigate complex landscapes.
More than that, the delineation of strategic leadership roles for both top and middle management shed light on the multifaceted nature of leadership responsibilities. Recognizing middle managers as not merely implementers but as crucial contributors to change, particularly in sense-making and local leadership, broadened my perception of leadership within organizational hierarchies.
Moreover, the discussion on leadership as a function of the organization highlighted the contextual factors that shape leadership effectiveness. The acknowledgment of organizational age, size, structure, stability, crisis situations, and cultural variations underscored the need for leaders to adapt their approaches based on the unique characteristics of their organizational context.

Leadership as an Art and Science: A Balancing Act
Session 1 introduced the idea of thinking about leadership as both an approach and a theory. This duality resonated deeply with me. Leadership, I realized, is both an art and a science—an amalgamation of intuitive understanding and systematic knowledge. The 7 A's of practical leadership—Attitude, Attention, Added Value, Agenda, Available, Action, and Agility—served as practical guideposts. Engaging in teamwork and presentations around these elements not only enhanced my collaborative skills but also reinforced the idea that effective leadership is a holistic endeavor encompassing various dimensions.

The breakdown of leadership into trait, behavior, situational, relational, and emerging approaches provided a roadmap for comprehending the complexity of leadership. I found myself resonating with the idea that leadership is not a static concept but an ever-evolving phenomenon. The session compelled me to introspect, asking myself, "What sort of leadership roles am I called on to play in my life?" This self-inquiry triggered a realization that leadership is not confined to organizational settings; it permeates various facets of life, urging me to be a leader in different contexts

Session 6: Navigating Uncertainty with Leadership
Fast-forwarding to Session 6, the focus on leadership in uncertain times struck a chord with the contemporary challenges organizations face. The assertion that leadership is key to organizational success in the face of flatter structures and constant change resonated with my understanding of the contemporary business landscape. The recognition that employees are more demanding and require strong leadership highlighted the evolving dynamics in the employer-employee relationship.
The delineation of strategic leadership roles for top and middle management provided a nuanced understanding of the diverse responsibilities leader’s shoulder. This session was not just about theoretical frameworks; it was a practical guide to understanding the intricacies of leadership in the real world. The exposure to various theories of leadership—traits and skills, behavioral and style-based, situational and contingency models, and transactional-transformational approaches—underscored the importance of adaptability in leadership.
The practitioner's perspective on leading in uncertain times added a real-world dimension to the session. The recognition that agility is the new currency of business and the need for organizations to be comfortable disrupting their business models in the face of complexity and uncertainty resonated deeply. The insights from the Global CEO Outlook survey by KPMG further emphasized the critical importance of agility in navigating the challenges of today's global economy (KPMG, 2019).

Transformational Leadership: A Personal Epiphany
The exploration of Transformational Leadership left an indelible mark on my perspective. The idea that leaders can transform and motivate followers by generating awareness, inducing them to transcend self-interests, and activating higher-level needs struck me as a profound paradigm shift (Pastor and Mayo, 2008). As I explored into the characteristics of a transformational leader—encouraging motivation, exemplifying moral standards fostering an ethical work environment, and building company culture (Solinger et al., 2020). I planned a leadership style that goes beyond tasks, transcending into a realm of inspiration and positive impact toward my career’s goals.
The process of transformational leadership, with its focus on recognizing the need for change, using charisma to appeal to ideals and emotions, inspiring employees to think differently, and addressing emotional needs, resonated deeply. I found myself contemplating not just how I could be a better leader but how I could inspire positive change and growth in those around me.
Exploring the evolution of leadership theories, from the Great Man Theory to contemporary Transactional and Transformational Leadership, offered a comprehensive historical perspective. This journey through leadership theories helped me appreciate the dynamic nature of leadership concepts and the ongoing quest to understand and apply effective leadership principles (Pastor and Mayo, 2008).
The in-depth exploration of Transformational Leadership left a lasting impression. The emphasis on generating awareness, transcending self-interest, and activating higher-level needs aligns with my belief in the transformative potential of inspirational leadership. The elements of transformational leadership—idealized influence, motivating inspiration, intellectual stimulation, and personalized attention—offered a sophisticated perspective on the attributes that make for successful leadership in unpredictable times.

Linking Knowledge to Aspirations: Career and Higher Education
As I reflect on these learnings, the connection to my career aspirations and higher education becomes evident. The newfound insights into leadership will undoubtedly serve as a compass guiding me through the intricacies of professional life.
In my envisioned career path, which involves navigating through the complexities of a dynamic business environment, the understanding gained in Session 6 on leading in uncertain times is invaluable. The realization that agility is the new currency of business aligns seamlessly with my belief in the need for adaptability and resilience in the face of change. The practitioner's perspective on disruptions in business models resonates deeply, challenging me to be comfortable with discomfort and fostering a mindset that sees growth opportunities in every challenge.
The exploration of leadership theories, from the historical Great Man Theory to contemporary transactional-transformational models, provides me with a robust foundation. Armed with this knowledge (Khan and Nawz, 2016)  I feel equipped to critically analyse and adapt my leadership style based on the unique demands of different situations. The understanding that leadership is not a static concept, but a constantly evolving phenomenon fuels my commitment to continuous learning and growth.
The emphasis on transformational leadership has left an enduring impact on my vision for the future. I aspire not only to lead but to inspire positive transformations within the organizational contexts I find myself in. The focus on ethical work environments, clear values, and fostering a company culture aligned with collective values resonates deeply with my commitment to ethical leadership (Yang and Wei, 2018). These principles will serve as the guiding light in my leadership journey, ensuring that my actions contribute not only to organizational success but also to the well-being and growth of those I lead.
In terms of higher education, these learnings have sparked a curiosity to delve deeper into leadership studies. The realization that leadership is not just a skill but a dynamic interplay of various elements—traits, behaviors, relationships, and influence processes—fuels my desire to pursue advanced studies in leadership. I am eager to explore how these concepts are evolving in the contemporary landscape and how they can be applied to drive positive change in organizations.

Gibbs' Reflective Cycle
A well-structured model for reflection, Gibbs' Reflective Cycle promotes a detailed account of an experience, an examination of the emotions involved, an assessment of the experience, an interpretation of the experience to make sense of it, and a conclusion about what you learned and what you could have done differently.
Description
Throughout this learning journey, I delved into various facets of leadership, drawing inspiration from real-world examples like Indra Nooyi and Amazon's leadership practices (see Appendix 1). The appendices, showcasing Amazon's certifications and job proposals (Appendix 1 and Appendix 2), served as practical touchpoints for my exploration.
Feelings
I found myself intrigued and engaged, especially during the session on leadership in uncertain times. The complexities of contemporary business landscapes, the nuances of leadership roles, and the transformative potential of leadership left me feeling both challenged and inspire.
Evaluation
Reflecting on these experiences, I recognized the dynamic nature of leadership, the ethical dimensions involved, and the pivotal role of adaptability (see Appendix 1). The evaluation led me to appreciate not only the practical aspects of leadership but also its profound impact on organizational success and individual growth.
Analysis
Analyzing the implications, I connected these learnings to my career aspirations. The need for agility in a dynamic business environment resonated deeply, aligning with my belief in adaptability and resilience. The emphasis on transformational leadership sparked a personal epiphany, pushing me to aspire not only to lead but to inspire positive transformations within organizations.
Action Plan
To actively apply these learnings, I plan to seek opportunities for practical leadership experience. Taking on roles or projects that challenge me will be instrumental in refining my skills. Additionally, exploring advanced studies in leadership will deepen my understanding of evolving concepts, aligning with my commitment to continuous growth.

Conclusion
In conclusion, the exploration of leadership in Session 1 and Session 6 has been a transformative journey. It has kindled a fire within me—a passion for leadership that extends beyond the confines of a job title. The multifaceted nature of leadership, from its historical evolution to its application in uncertain times, has provided me with a holistic understanding that I am eager to apply in my career and higher education.
As I navigate the intricate web of leadership theories and practical insights, I am confident that these learnings will not only propel me towards my career goals but also contribute to the broader landscape of organizational leadership. My commitment to leadership excellence, grounded in ethical principles and a transformative mindset, is not just a professional aspiration but a personal philosophy that I carry forward with a sense of purpose and enthusiasm. This journey of exploration and reflection has not only expanded my knowledge but has set the stage for a continuous pursuit of leadership excellence, both in my career and higher education endeavours.
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This certificate is awarded to

David Beltic

for the successful completion of the course

GEMS L3 Procedure - Leadership Commitment, Responsibility, and Culture

By Amazon
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This certificate is awarded to

David Beltic

for the successful completion of the course

[EN] [Social Responsibility] Modern Slavery Awareness

By Amazon Online Provider
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This certificate is awarded to

David Beltic

for the successful completion of the course

GEMS L3 Procedure - Strategic Planning and Objectives

By Amazon
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This certificate is awarded to

David Beltic

for the successful completion of the course

WorkingWell Core Leadership Principles

By Amazon Online Provider
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This certificate is awarded to

David Beltic

for the successful completion of the course

GEMS L3 Procedure - Performance Evaluation
By Amazon Online Provider
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FROM LEARNING TO BEHAVIOR CHANGE AWARD

FROM

LEARNING (e
TO BEHAVIOR Fantastic! You've got the From Learning to Behavior Change award!
CHANGE
Criteria:

The From Learning to Behavior Change award acknowledges that you've learned:

« The effective way for leaming if you want it to have a significant impact at work.
 How to use the feedback as a guide.
« Tips to sustain the new behaviors.
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HELPING OTHERS LEARN

HELPING Description:

OTHERS Fantastic! You got the Helping Others Learn award!
LEARN

Criteria:
The Helping Others Learn award acknowledges that you've learned:

« Why each of us has a responsibility towards each other’s learning.
 How people around us can help us gain speed in making the connections needed for learning.
 How to use feedback, role modeling, questions, advice, and encouragement to improve others' learning.
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SELF-DIRECTED LEARNING AWARD

Description:
Fantastic! You have got the Self-directed Learning Award!

Criteria:
The Self-directed Learning Award acknowledges that you have learned:

+ Why self-directed learning works
= How to leam in a brain-friendly way
« How to coach yourself to learn anything.
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INTRO TO THE TEAM LEAD JOURNEY

Description:
Congratulations! You are now ready to start the TL journey! You have acquired the knowledge to
get familiar with Team Lead path and training.

Criteria:
Intro to the Team Lead Journey award acknowledges the successful completion of the Intro to the Team Lead
Journey Challenge, aimed at:

 Understanding the TL (Team Lead) journey.
« Knowing the content and the structure of the training.
* Getting familiar with the people that will support you through the program.
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INTRODUCTION TO LEAN CERTIFICATE

Description:

Awesome! You got your Introduction to Lean badge! This means that you have completed your
Quriosity Lean Excellence Journey. You have learned a lot by now and can start applying this within
your area!

Criteria:

The Introduction to Lean award aknowledges the successful completion of ll your assigned Challenges in this
Journey aimed at:.

« What Lean is and why it is important to Amazon.

« What is Waste and how to identify it.

« Whata Point of Improvement is and how to use it as a Continuous Improvement tool.

« How to identify and define your own Problem Statement.

« How to conduct a Root Cause Analysis (RCA) using tools such as 3G/5G, SW&1H and 5Why.

« The importance of sketching before moving on to your Proposed Countermeasurefs).

« Inaddition, you will understand the different types of Point of Improvement you can create at Amazon and
‘what the process is for each of these: Alignment, Change, New.

« Be acknowledged for your achievements and after completion of your PO and the End Test you will be
‘able access to the rest of the learning jouneys where eligible.

 You will also learn how to measure, monitor and control the results.
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"PRIVATE AND CONFIDENTIAL

David Beltic
18 Churchill Mews Hednesford
Cannock

West Midlands:

Ws12 1P

United Kingdom

Delivered by £mail

111une 2019

Dear David,

1am writing to confirm the details of the changes to your working arrangements.

With effect from 07 July 2019 your new details are as follows:

Job Title: HR Associate Contact
Level:3
Location: BHYS

* Rateof Pay: £11.75 per hour

Your new place of work will be changing to BHXS; therefore clause 4. of your contract of
employment which commenced on 31 July 2016 will be amended to state:

4. Place of work

a1

2.

You wil be based at a new Fulfilment Centre which is being launched by Amazon BHXS. The
location of the Fulfilment Centre is Amazon confidential information and is expected to be
based in or around Rugby. The exact address of BHXS will be disclosed to you at a time
determined by Amazon it ts absolute discretion, which may be after the commencement of
Your employment with the Company. Prior to the opening of BHXS, you will be initally
based at our EUKS in Peterborough and, thereafter, your normal place of work will be the
BHXS. Itis anticipated that your inital assignment to EUKS wil be for 4 of weeks but you
agree that this may be shortened or lengthened in the absolute discretion of Amazon, taking
into account the opening date of BHIGS.

To ensure we continually deliver a high level of service to our customers, the Company.
requires flexibility from its employees with regard to their normal place of work. This is
particularly the case during the fourth quarter of the year (end of September to end of
December) when we operate a “peak” shift pattern. This enables us to mest customer
‘demand in the buid up to the December holiday season which can be higher from time to
time in some locations compared to other locations. Amazon currently operates from the
Fulfilment Centres set out below, including your norma place of work, which are al within a
30 mile radius of each other:

TEnED W ENGLANG NG ALES - COMPANY REGISTRATIN N, 23828 AT NG, 5 69137 02
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47 Itis not anticipated that you wil be required to work outside of the UK for more than one
‘month at any time. f you are required to do 5o, the Company will consult with you and wil
consider any reasonable objections which you may have to the proposed change.

All ther terms of your employment remain unchanged.

Thank you for your continued efforts. We are very excited about the future and are looking forward
to your continued contributions.

Please sign copy of ths letter by way of acceptance as soon as possible and return to HR Services.

Yours sincerely,

Mark Rotheram
Director, HR Services.
For and on behalf of the Company Amazon UK Services, Limited

ACCEPTAN
L3 ta:and accept this position at Amazon UK Services, Ltd and the termssetforth above.

Signature, Date

David Beltic
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