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Dr. Hurston as a leader - Justification
Dr. Hurston is certainly an inclusionary leader for the very evident reasons. First, she has taken up the role of VC student affairs which means her direct indulgence in the strategic and visionary aspects. Second, she has the authority and zeal to put forth her stance related to limited funding cut in her area of concern confining most of the cuts to her office ensuring the minimum yet unavoidable impact of the funding cut strategy on other employees. For example, she highlighted the retirements of certain administrators as an effective strategy to deal with the budgetary constraints and restructured the division proclaiming that despite the limited resources, employees can be retained for a significant time rather than taking a risk to lose them. Second, her inclusionary leadership were also evident through the discussion between Dr. Hurston and Dr. Westover where Ben Davis was involved and later advised to cerate a feasibility analysis of the retention of two of three positions by looking at the cost and efficacy for the whole division (Holmes, et al., 2021). It certainly means that Dr. Hurston is a visionary professional who looks into the bigger picture and long term impact of decisions (Kurkson et al., 2022) made in the current times, sets priorities and does not hesitate to change them based on the situations after discussing with the division staff and administrators. These leadership traits are certainly mandatory for a Division head, considering the critical nature of this position, therefore, Dr. Hurston is certainly effective in her position as a Division head.
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Dr. Westover clearly is an inclusionary manager who seeks responses and views from the concerned authorities prior to making decisions about any organizational or structural issues. For example, despite being Dean of the Students at the University, when Zora seeks advice regarding the termination of Dana, Dr. Westover preferred to discuss the issue with Dr. Hurston first. Another characteristic that justifies the classification of Dr. Westover as a manager is his narrowed approach confined to resources and budgetary aspects only where he advised Zora that the termination of Dana may not provide sufficient budget of pursuing new hiring for the position (Holmes et al., 2021). Besides that, Dr. Westover seems to be a task-oriented manager because the only aspect which convinced him regarding the possible termination of Dana was her under-performance, where he relied on the information provided by Zora, rather than digging into finding the underlying reasons for the under-performance of the concerned employee. The case study clearly highlights that managers, as compared to leaders are primarily focused on resources, things, processes and support systems in an organization (Kurkson et al., 2022), all of which were found to be the key concerns showcased in the responses of Dr. Westover authenticating his position as a manager. However, since he involves all the relevant authorities in the process of decision making, therefore, he can be proclaimed as an inclusionary manager with more inclination towards task-orientation. 
[bookmark: _Toc151047632]Ben Davis as an inclusionary manager
By the definition as characterization presented in the case, Ben Davis also falls within the category of an inclusionary manager who is more focused on people rather than the tasks. It is quite evident that Davis is working as a business manager in the university where his primary job is to interact with the stakeholders and adopt a people-oriented approach to resolve business problems. This people-orientation certainly helps Davis in contributing to decision making effectively. Despite Zora’s insistence on terminating the services of Dana and hiring a new assistant, Dr. Hurston called in Ben Davis in the meeting requiring him to give his input. Davis realized the current situation of limited resources, analyzed the stance of Zora and hence presented multiple options and strategies that could be adopted to ensure Dana’s retention in the university (Holmes et al., 2021). Based on the situational analysis, Ben also insisted on the immediate need of hiring a new area coordinator for the Housing and Residence area stating that in such case, replacing Dana would add to the cost and resources of the university due to limited budgetary aspects. Ben also backed his stance by mentioning about the need to hire another counsellor as requested by the Counselling center. Since, not having sufficient counselling staff could question the accreditation and credibility of the institution, therefore, Davis preferred to utilize the resource in those positions rather than facing intense budgetary deficit by proceeding with the replacement of Dana. 
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Based on the analysis presented in the above sections, Dr. Hurston seems to have a participative leadership style most of the time. For example, when discussed about the termination of Dana, Zora did not hesitate to have a discussion with Dr. Hurston about the issues that she had been facing which clearly indicates that Dr. Hurston encourages the staff members to be open about their issues and concerns. Likewise, the involvement of Ben Davis is another indication of participative leadership where Dr. Hurston encouraged the involvement of business manager to analyze the situation and conduct a feasibility analysis to provide possible options concerning the replacement of Dana. 
On the contrary, Dr. Westover as mentioned before, is certainly not a leader, but clearly a manager. He is more concerned about the resources, budgetary aspects and immediate needs of the institution. Unlike Dr. Hurston, Dr. Westover focuses on narrower and short-term goals with a focus on following the visionary approach defined by the higher management, therefore, his leadership approach cannot be assessed; instead he can certainly be categorized as an effective and mindful manager. 
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If I were Ben, I would prefer to shrink budgets for each position and suggest the hiring of a new employee as a replacement of Dana. I personally understand and value the efficacy and direct impact of the relationship between a team leader and the staff member. It is quite evident that Zora is not satisfied with the performance of Dana at all and has undergone discussion with her many a times, but in vain, leaving for her no choice, but to consider her replacement at this critical time. It is undoubtedly a known stance that at this point in time, every department needs to be efficient where under-performance cannot be accepted due to very obvious reasons, therefore, I would prefer to hire the new individual strictly on merit basis after a careful and critical assessment of their skills, experience and competencies, so that they can be a support to Zora taking over the role as soon as possible. The budgetary constraints is certainly a considerable yet critical aspect; however, investing in a new employee many be a productive and fruitful decision in the future. 
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