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Introduction
The concept of leadership has been explored by many over time, with varying, complex attempts to define it and how to implement it in our everyday lives (Storey et al, 2017.). Leadership can be multifaceted, and everyone is a leader at some point in their lives, whether at home or at work, hence its’ many different interpretations (Cole and Kelly, 2020). A good leader possesses the skill set to guide and influence subordinates to participate in the success and effectiveness of an organisation, through motivation, empowerment, innovation and focusing on long-term results for the future of an organisation (Cole and Kelly, 2020). Management and leadership are intertwined, as good management is indispensable for achieving success or failure of an organisation, i.e. realising goals set by the leader (Storey et al. 2017). Leadership is the setting of long-term goals and future of an organisation, and management sets short-term goals and ensures they are met, efficiently and effectively (Smith, 2015). 
Main Body
There are many different styles of leadership, some of which are autocratic, democratic, transformational, transactional, strategic, coaching, coercive and laissez-faire. Several different theories are linked to leadership such as Theory X, Theory Y, Contingency theory and Situational theory (Cole and Kelly, 2020). The transformational style of leadership encourages personal growth, creativity and innovation in employees, through a shared vision or goal, with leaders (O’Brien et al. 2008). The leader has a clear dissemination of knowledge, thereby creating an honest, open environment for effective collaboration, empathy and direction, as well as creating opportunities for professional development (Smith, 2015). The disadvantages of transformational leadership are that the leader can experience emotional exhaustion, as a result of high expectations, therefore having a detrimental effect on turnover/ goals (Smith, 2015). 
Google LLC is one such company that adopts the transformational style of leadership and deploys this using the Theory Y approach. Google LLC is a successful search engine, owned by Alphabet Inc., and is used worldwide. It was founded by computer scientists studying for a PhD at Stanford University, California, Larry Page and Sergey Brin in 1998 (Brittanica, 2024). At the initial start-up of Google as a small company, Larry Page adopted the Laissez-Faire approach, with equal responsibility shared with the small number of members, in decision-making and freedom of employees/ colleagues to innovate and complete tasks in their own way, with minimum interference, thereby encouraging innovation and motivation (Brittanica, 2024). As the company grew successfully, with support, encouragement and innovation, Page adopted a more democratic approach to leadership, to co-ordinate the growing number of employees, giving them a sense of purpose and targets to achieve (Brittanica, 2024). This democratic style involved all employees in all aspects of decision-making, with a less relaxed approach to meeting targets within a specific time frame, encouraging participation without overwhelming employees or enforcing strict rules and regulations (Cole and Kelly, 2020). This clearly helped with motivation and innovation of employees, as Google continues to grow successfully to this day (Brittanica, 2024). This change of leadership style from Laissez-Faire to democratic was a wise decision made by Larry Page, as he was able to determine what he needed to change as the business grew, in order to gain maximum efficiency and effectiveness from his employees (Brittanica, 2024). 
I have personally experienced the laissez-faire approach to leadership in my previous employment at a local small tuition centre as the administration/ receptionist. The owner of the centre had appointed a part-time manager, without setting out any clear guidelines to the extent of her decision-making, budget control or organising and utilising the resources available to her. This had undesirable consequences for her, the students and the centre as a whole, as there was daily confusion over timetables, use of classrooms and availability and provision of cover teachers for those tutors that were absent that day. There was a vague protocol in place for the situations that should arise for the administrative staff to deal with, and to make the best of the situations that resulted as a consequence of lack of planning and scope of decision-making of the manager and owner of the centre. After several meetings with the staff and the owner, the decision was made to move to a more organised approach with set guidelines as to how best to approach and deal with all the arising situations, and the contact details of the owner, caretaker and cover teachers etc. Thus, the centre moved from a relaxed, laissez-faire style of leadership to a more organised, structured leadership, incorporating German sociologist Max Weber’s Bureaucracy Theory into their leadership style (Cole and Kelly, 2020). This ensured that there was a clarity in individual roles at the centre, with everyone adhering to set rules and guidelines, a consistency in provision of services available and a transparency in communication, resulting in the overall efficiency of the centre (Storey et al. 2017). This had an immediate positive impact on the satisfaction of the centre users, with an increase in tuition fees paid on time, and less complaints of parents/ service users and resulting in new students registering at the centre. This experience led me to understand that a relaxed approach was not optimal in this situation where the centre had to provide a service at a set time, and that the Bureaucracy Theory was preferable at that time, although this theory is not very flexible and can result in a lack of innovation and creativity, therefore may not be optimal in other situations (Cole and Kelly, 2020). For example, in a care home, where the carer has to adapt the level of care provided to suit and cater to each patient’s needs. 
 Autocratic is another style of leadership adopted by some leaders to control and focus the span of power by centralising it to one leader - autonomy, by dictating the decisions to be made on behalf of the company or organisation, without much consultation with employees/ colleagues (Storey et al. 2017). The advantages are faster decision-making without the need for meetings/ consultations and can produce quick positive results, depending on the situation arising, and can give employees a sense of direction or goal to work towards, and support to rely on to make these decisions i.e. delegation of responsibility (Storey et al. 2017). On the other hand, the decision taken may be the wrong one, and the leader would be given full responsibility for their decisions with consequences, leading to employee discontent and resentment, resulting in lack of motivation to meet goals/ targets set (Cole and Kelly 2020). One such example of autocratic leadership style would be Bill Gates, co-founder of Microsoft Corporation, the worlds largest Personal Computer Software Corporation PLC (Brittanica, 2024). Bill Gates attended Harvard University and was a computer programmer and entrepreneur and developed the Windows system with Paul Allen, co-founder of Microsoft Corporation (Britannica, 2024). Gates is still the chairman of this company today, showing his strong, autocratic style of leadership. In the early years of Microsoft, Gates had a strong control of the company and made many decisions on behalf of the company without consulting the other stakeholders, to ensure that Microsoft grew at the pace and direction he had envisioned, as he felt the best way to manage a team is to control the way they work (Brittanica, 2024). This approach clearly worked for Microsoft, as it is still a very successful corporation today, with a strong leadership.
Whilst working at a Nursery for pre-school children, I experienced the democratic style of leadership. I was given a small scope of decision-making, depending on the situation at hand. I was allowed to set up activities that I felt would best suit a certain age group of children or individual special needs children, with rational reasons for my choices. This inspired and motivated me to be more creative with my choice of activities that I made available for the children, and created a sense of pride, belonging and satisfaction when observing the children enjoying themselves and learning through play. This led to friction between colleagues, as some had different viewpoints as to which was the most appropriate activity for which age/ ability group of children but was resolved through the guidance of the manager. This management approach on the managers part, reflected the use of the Theory Y, developed by Douglas McGregor, about human nature and how motivation at the workplace affects how a manager regards their employees or subordinates (Cole and Kelly,2020). Theory Y proposes that employees are motivated by achieving a common goal and their personal growth, and managers should facilitate this by empowering subordinates and allowing participation of all employees in decision-making thereby building mutual trust (Storey et al. 2017). The manager proposed a timetable for all the playleaders, allowing each person to organise and carry out the activity of their choice on set days and times, with different groups of children etc.., thereby incorporating the Theory Y into our daily schedules and building a sense of mutual trust and job satisfaction.
Conclusion
Leadership is the setting of long-term goals for the future of an organisation, and management is the implementation of these goals, efficiently and effectively, by empowering and motivating employees (Cole and Kelly, 2020). Looking back at my personal experiences, some of the styles adopted by management were not optimal for the circumstances and had to be revised and changed from laissez-faire style to bureaucratic style, showing that laissez- faire style is not usually sustainable for long-term application, and that was reiterated in the changing of the leadership style of Google as well, especially as the company grew in size. My research and experiences combined show that a more inclusive and empowering approach to leadership styles results in job satisfaction and creates innovation and sense of belonging, therefore I feel the bureaucratic and transformational style of leadership is more successful, efficient and effective and sustainable to attain the goals of an organisation.
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