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Abstract 
Companies in the UK operate in a highly competitive and complex business environment. In order for them to stay competitive, be profitable, and deliver exceptional customer service, they need to implement the right strategies, operational processes, and favourable leadership styles. The main responsibility for that falls on the management and the leadership team of the organisation. For that reason, company’s leaders must be well prepared and equipped with the right mindset, skills, and competencies. One of the most important steps towards that is to implement the correct leadership style, so that a favourable working environment is achieved, and the company is run adequately. The aim of this research is to evaluate the most common leadership styles and to explore how different types of leadership can influence the process of an organisation, with a perspective from The UK. Among the most favourable leadership styles a company can implement are democratic, visionary, transformational, supportive, and charismatic styles. It is the responsibility of the management to decide on the best leadership style or mixture of several styles to be used, in order to create a favourable working environment and to secure the future success of the organisation. 
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[bookmark: _7az7odm3t175]Chapter 1. Introduction 
Nowadays, companies in the UK operate in a highly competitive and complex business environment (Guest, et al., 2003). In order for organisations to stay competitive, be profitable, and deliver exceptional customer service, they need to implement the right strategies and operational processes (Guest, et al., 2003). The main responsibility for that falls on the management and the leadership team of the organisation, whose role is to assure adequate working practices and appropriate internal processes.  
The proper functioning of each company department depends on the right decisions and actions of the top management, including Human resources, Research & Development, Operations, Finances, Customer service, etc. For that reason company’s leaders must be well prepared and equipped with the right mindset, skills, and competencies, in order to execute the organisation’s processes and manage the workforce in the most appropriate manner (Hersey, et al., 2008). 
One of the first and most important steps towards that is to choose and implement the correct leadership style, so that a favourable working environment is achieved, and the company is run adequately. Among the most common leadership styles a business organisation can adopt are Autocratic, Democratic, Visionary, Transformational, and Supportive (Nanjundeswaraswamy and Swamy, 2014). It is up to the top management to evaluate the business sector, the company goals, and the workforce, and to embrace the most appropriate style that will contribute to the future growth and success of the company. 

[bookmark: _9ddvdo5qkhg8]1.1. Research aims and objectives
The aim of the following research is to evaluate the most common leadership styles and to explore how different types of leadership can influence the process of an organisation, with a perspective from The UK. For that reason, the research will examine various aspects of the proposed topic; different leadership styles, including their advantages and disadvantages; challenges related to the use of the different leadership styles, as well as how they can impact the processes within the organisation. 

[bookmark: _zb8iae5ortim]	1.2. Research main question and subquestions
The main purpose of the report is to provide answers to the following main question, and the three additional sub-questions:
	
Main question 
How different types of leadership styles can influence the process of an organisation, with a perspective from The UK?

Sub-questions
1. What are the different leadership styles an organisation can adopt?
2. What are the most favourable leadership styles a management can implement?
3. What are the most common challenges associated with the implementation of a specific leadership style?

[bookmark: _rxbh6kgosk0g]Chapter 2. Literature Review 
[bookmark: _36jmh26eaajr]2.1. The UK business environment
The business environment in The United Kingdom could be described as safe and favourable (The Global City, 2022). The country scores particularly high on the “Ease of doing business” index, which means that companies can rely on favourable laws and regulations, which are designed to encourage growth and success. 
Furthermore, The UK business environment boasts is characterised with a high level of expertise and may enhance the success of business. Along with all the benefits however, due to the large size of the market, the business environment has also been found to be extremely competitive (CMA, 2020). Therefore, companies operating within the UK market must make sure they use all available strategies, practices, and operational processes, in order to thrive, stay competitive, and be profitable. Evidence from literature suggests the success of the UK businesses are influenced by the robust leadership styles that the managers of those organisations have adopted (BIS, 2012).

[bookmark: _1hym0madd755]2.2. Definition of leadership
Leadership could be defined as a transformational process through which a group of followers are motivated to achieve a common goal (Avolio et al., 1999). A leader themselves is a person who possesses a set of special character traits that enable him or her to influence people towards the accomplishment of certain tasks or goals. Leadership in an organisational context often exhibits similarities with management as both leaders and managers work closely with their subordinates influencing them to be productive and complete tasks in a timely manner, towards organisational success (Weiner, 2009). Nevertheless, leadership and management are two different things, due to the fact that managers are mainly concerned with company duties, such as planning, organising, and controlling, by following a strict schedule, whereas leaders tend to be more flexible and open-minded and in most cases are better involved with their followers (Bass, 1990). 
On this note Northouse (2015), asserts that leaders tend to influence and inspire big company changes and chase the company's long-term goals. This implies that, organisational leadership is all about looking for innovative opinions, providing support to followers, solving problems, and working together with subordinates towards the company growth and success.To summarise, organisational leadership is a type of company management approach during which leaders assist in setting the firm’s strategic goals while at the same time help motivate employees to stay productive and to successfully accomplish their professional duties. In terms of weaknesses, organisational leadership has been linked with a lack of adequate mentoring, decreased flexibility among staff, over-control, narrow coordination, narcissism, and indifferences to followers (Shaw, et al., 2011). These weaknesses however vary in number and extent among the different leadership styles, making some leadership styles more favourable than others (Nanjundeswaraswamy and Swamy, 2014). 

[bookmark: _ot4bxwat1qmk]2.3. Full Range Leadership Model
The Full Range Leadership Model is an embodiment of three set of theories covering three distinct leadership styles ranging from low to high engagement leading styles that enhance different leadership effectiveness. The theory was introduced by Bass and Avolio and features the following three leadership styles: 1) transformational; 2) transactional; and 3) laissez-faire leadership (Bass and Riggio, 2006; Avolio et al., 1999; Judge and Piccolo, 2004). In their work ,the authors found laissez-faire leadership to be the least effective and assert that transactional leadership was found to produce average results and transformational leadership was found to be the one that delivers high engagement and strong efficiency(Bass and Riggio,2006;Avolio et al.,1999;Judge and Piccolo,2004).
On this note Vincent-Höper et al. (2012), argued that transformational company leaders are managers who engage, motivate, and advance their staff members by communicating attractive visions, collaborative values, and mutual goals, as well as by outlining a drawing of the requested type of behaviour among staff. The most prominent elements of transformational leadership include influential motivation; idealised influence and behaviour; individualised consideration; and cognitive stimulation (Bass and Riggo, 2006; Bass and Avolio, 1994).
On the other hand, transactional leadership is characterised by exchange processes between leaders and subordinates that result in adherent staff compliance to the demands of the leader, without necessarily creating commitment to the task or the errand objectives (Trottier et al., 2008). The transactional type of leadership style features two sub-styles, namely: a) constructive style, also known as contingent reward style; and b) corrective style, also known as management-by-exception style. 
The third leadership style - laissez-faire, is a style of leadership which has been characterised by academics and practitioners as an approach that has the tendency of creating an environment where workers lack of interest, have little to no involvement, indifference, high levels of absenteeism, and missing achievements by the leader. It is a type of leadership style in which leaders provide staff with very little supervision and direction and allow staff members to make company decisions themselves (Bass and Riggio, 2006).

[bookmark: _bsux5ffwb7a7]2.4. Leadership styles
Over the years there are various leadership styles that have been developed.  Among the most popular ones that are used in today’s business environment are democratic, autocratic, visionary, transformational, bureaucratic, supportive, laissez-faire, transactional, and charismatic. Some of these styles have been proven to be beneficial for the growth and success of organisations, whereas others have been found to be detrimental for companies (Hasan Al Khajeh, 2018). For instance, among the most favourable leadership styles are democratic, visionary, supportive, transformational, transactional, and charismatic. On the other hand, the autocratic, bureaucratic, and laissez-faire, have been proven less favourable. 
This division however is relative, as the most appropriate leadership style depends on a lot of factors, such as company type, business sector, and current economic conditions, among others. It is the top management’s responsibility to evaluate the different leadership styles and to decide which one would be most suitable for the given business organisation. It is a common practice for companies to implement several different styles which can be either switched depending on the situation or mixed for best results (Hasan Al Khajeh, 2018).

[bookmark: _7c9dxyczt4tc]	2.4.1. Democratic
	According to Hackman and Johnson (1996), democratic leadership is a type of leadership style which encourages all employees to take part in the company's decision-making processes, and is related to higher staff productivity, increased employee satisfaction, and raised involvement among staff members. This leadership style is associated with better morale and higher respect. Leaders, who have adopted such a style of leading their workforce, are more likely to provide guidance to their subordinates, take higher participation in the company’s group activities, and allow stronger input from staff members (Vigoda-Gadot, 2007). Furthermore, such leaders prefer to delegate tasks and authority to their employees, while at the same time are happy to provide support in challenging situations. 
Democratic leadership style is often linked to the establishment of successful, profitable, and sustainable business organisations, boasting a highly satisfied and committed workforce (Bass, 1990). Democratic leaders have been found to exhibit big confidence and high trust in their subordinates. Usually, if a difficult situation or a company issue arises, these leaders involve most of their employees in the discussions and decision-making procedures, in order to find the best possible solution for the firm and its employees. 
Leaders who have adopted the democratic leadership style typically act like a  coaching body to their subordinates. The leader has the final word but before he or she makes their say they collect all the necessary information and inputs from their employees, so as to make the most favourable decision for the company, its workforce, and its shareholders (Gastil, 1994). This way of leading carries many positive outcomes for the company and its staff, such as increased productivity, however some researchers argue that it can be very time-consuming during the decision-making phase, which is considered as a drawback (Denhardt and Denhardt, 2003). 

[bookmark: _2oi2m6e5xosk]	2.4.2. Autocratic
	The autocratic leadership style, also referred to as dictatorship style, is characterised by the presence of a leader who holds all the power within the organisation and regards his or her decisions as final and supreme (Burke et al., 2006). According to the authors (Burke et al., 2006), the staff of a company, which has adopted an autocratic leadership style, performs because of the available rewards and the possible punishment that might follow should the tasks are not completed on time. Furthermore, Northouse (2015) argues that an autocratic leadership style is often imposed on the company, and not necessarily chosen by the top management as a way of leading the firm. For that reason, this style is commonly referred to as a coercive leadership style. 
Typically, leaders who have adopted the autocratic leadership style make company’s choices that are based on their personal judgments and ideas, and very rarely take advice from subordinates (Gonos and Gallo, 2013). Furthermore, such leaders do not make compromises and often refuse to provide explanation regarding their behaviour. Such a leadership style implements absolute control over the workforce, dictating all organisational methods, and accepting little, if any, input from employees. Staff members are not trusted with making decisions or undertaking important duties or tasks.
Even though in some instances, an autocratic leadership style can prove effective and beneficial, such as in situations requiring fast decision-making, in most cases, the autocratic leadership style’ disadvantages have been found to outweigh the style’s advantages (Akor, 2014). This is why such a leadership style is not favoured by staff members in the majority of the business organisations. According to the available literature on the topic, the autocratic leadership style has been defined as the opposite of the democratic leadership style.

[bookmark: _4bwrqekql9vt]	2.4.3. Visionary
	According to Yukl (2006), visionary leadership style is characterised by the utilisation of transformational characteristics and behaviours. Sashkin and Sashkin (2002), describe visionary company leaders as persons who display high confidence, prosocial power traits, and favourable organisational skills, all of which are needed for the success of the company. Typically, a visionary leader would develop his or her own vision and after that they will merge it together with the shared vision of their subordinates.
Furthermore, Heath and Heath (2010) argue that It is the communication of the formed vision that leads to the actual empowerment of staff members to act and give their best towards the success for the company. The authors (Heath and Heath, 2010) continue by stating that if employees do not perform well or act inadequately under a visionary leadership, it is because the leader’s vision has not been communicated in a clear and appropriate manner. Often, during such circumstances staff members are wasting time trying to understand which way to go, thus leading to their decreased productivity and reduced responsiveness.
As argued by Zhu et al. (2005) the visionary leadership style creates a positive work environment that is characterised by high cohesion levels, raised commitment among employees, as well as increased motivation, trust, and performance. Visionary leaders inspire subordinates to act beyond their personal interests and to perform in a way that is most appropriate for the future growth, success, and profitability of the business organisation. With regards to the shortcomings of the visionary leadership style, some researchers argue that these are the easily-getting-bored nature of visionaries, the large number of ideas and unrealistic enthusiasm within the company environment, as well as the low degree of staff ability to suggest different ideas or visions (Westley and Mintzberg, 1989).

[bookmark: _d9zwnsyu3auk]	2.4.4. Transformational
	The transformational leadership style has been characterised by the availability of four core elements, including individualised consideration by the staff; charismatic employees’ role modelling; intellectual workforce stimulation; and highly inspirational motivation among staff members (Gumusluoglu and Ilsev, 2009). Transformational leaders have been found to initiate high regard, loyalty, and respect among their subordinates, and believe in having a common mission with them (Barbuto and Burbach, 2006). Such leaders tend to establish unique relationships with their subordinates, and encourage individual differences, skills, and needs among employees.
Furthermore, organisational leaders are characterised as persons who are able to communicate the company’s vision to the staff in a clear and concise manner, demonstrating to the workforce the best way for staying committed and achieving goals. As a result, staff members feel very motivated and positively stimulated for achieving even better results. (Hayward, et al., 2004). Due to its nature, the efficiency of the transformational leadership style can be well complemented by the partial implementation of the transactional leadership style.
According to Conger (2002) transformational leadership style goes beyond employees’ incentives for high performance, so as to stimulate staff members’ intellectually, to increase their creativity, and to transform workers’ personal concerns into an integral part of the company’s mission and vision. Change is what lies at the base of this leadership style. Additionally, It has been made evident by Para-González, et al. (2018) that the implementation of the transformational leadership style leads to an improved organisational performance and highly motivated workforce. Therefore this type of leadership style could be placed among the styles that express bigger potential for company success, growth, and profitability. 

[bookmark: _apwndlmf03uj]	2.4.5. Bureaucratic
	According to Sapre (2000) bureaucracy may exhibit negative aspects when it comes to company change or innovation, and that the use of a bureaucratic leadership style leads to a decision-making process that is performed under strict company rules and regulations which often lead to a diminished creativity and motivation among staff members. Furthermore, it has been established that companies which have adopted a bureaucratic leadership style have faced issues on various organisational levels, including planning and decision-making (Langer, et al, 2019). 
	The bureaucratic organisational structure reveals authority that is centred within the top management hands, thus encouraging a focused and controlled work culture in which employees and working processes are supervised in a conservative manner (Hoy and Sweetland, 2001). Furthermore, it has been made evident that most business organisations with a bureaucratic leadership do not allow the personal growth and development of staff members, as well as lack a novelty and mechanisms that enable the revision of company’s decisions. Such firms exhibit weak staff communication due to the bigger number of hierarchical divisions, and in most cases possess an extrinsic rewarding system which stimulates company conformity instead of company innovation. 
	Additionally, bureaucratic organisations appear to be highly centralised in terms of the decision-making processes. Typically, such companies encourage staff member’s suggestions, however the final decisions are made by the top management. In that respect, Hoy and Sweetland (2001) argue that there are two main categories of centralisation, namely intense centralisation and less intense centralisation. The former type is characterised by the presence of a top management which makes all decisions, whereas the latter type of bureaucratic centralisation allows for decision-making that is based on a staff participatory method, thus providing employees with a certain degree of judgmental rights. 

[bookmark: _b201vz3nvkex]	2.4.6. Supportive
	According to Rafferty and Griffin (2004), supportive leadership style is a type of organisational leadership in which the leader helps his or her subordinates by providing them emotional support and is concerned for the workforce’s needs and well-being. Furthermore, Kahn and Byosiere (1992) argue that supportive leadership is positively linked to the employees’ satisfaction and performance, and leads to reduced stress levels on the job, thus forming a positive work environment that facilitates communication and collaboration among staff. This type of leadership style exhibits similarities with the individualised consideration style which is a subdivision of transformational leadership. The reason for that is the fact that both styles of organisational leadership express interest and concern in followers and attend to their individual needs (Rafferty and Griffin (2004).
However, unlike the individualised consideration approach which features developmental elements, like career advice for employees, offering training, and monitoring employee progress, the supportive leadership style focuses exclusively on the social aspects, such as the offering of emotional support, sympathising, listening to subordinates, and caring for their personal needs (House, 1981). According to the published literature on the topic, the supportive leadership style has been associated with positive outcomes on an organisational level (Euwema, et al., 2007). For instance, this style of staff leading has been linked to higher employee satisfaction, improved commitment, better career certainty, and less occupational stress among staff members. 
Furthermore, the supportive leader does not strive to accomplish all company goals by delegating them to his or her subordinates, but rather acts as a team member with coaching traits. Such a type of leader is open to recommendations from their followers and is eager to provide constructive feedback to them. 

[bookmark: _jszkydn3vj9l]	2.4.7. Laissez-faire
	According to Bass and Avolio (1990), the laissez-faire leadership style could be best described as an absence of leadership. Often regarded as a “hands-off” approach for influencing employees in the workplace, this type of style is seen as destructive for the organisation since laissez-faire leaders have been found to exhibit no interest in the needs of their subordinates, nor they engage in company’s decisions or provide feedback in a timely manner. Furthermore, Skogstad et al. (2007) argue that such leaders are rarely able to meet the expectations of their subordinates, which often leads to the creation of role conflicts, ambiguities, and disagreements among staff members. Additionally, laissez-faire leaders tend to exert minimal to no effort to get the required company tasks done and show low concern for their subordinates.
	These findings are further supported by Einarsen et al. (2007) who argue that the laissez-faire style of leadership falls in violation with the interests of the company and its employees due to the fact that the style undermines organisational vision and objectives, and threatens the well-being of the workforce. Laissez-faire leaders are often found inconsistent to staff members because they fail to fulfil the promised obligations and work duties, and rarely provide any guidance to their subordinates. This, in its turn, could undermine employees’ judgement about their leaders’ integrity and create distrust and breaching of contracts. Ultimately, all of the above could lead to intercompany doubts and uncertainty, and to erosion of staff members’ trust in the management team and the company as a whole. 
Nevertheless, due to its nature, the laissez-faire leadership style tends to encourage independent thinking among staff members, which is why it is commonly found in creative organisational settings, such as start-ups, creative studios, and advertising agencies.  

[bookmark: _tr3x4bsa8fa]	2.4.8. Transactional
	The transactional leadership style is characterised by a leader who is always willing to deliver something in return to his or her subordinates. This could come in the form of a pay rise, bigger responsibilities, a positive performance review, or any other type of promotion within the organisation. According to Ojokuku, et al. (2012), the  transactional style of leadership can be presented as the exchange of demands and rewards between the leader and their followers. This however often can lead to the issue of higher expectations towards the subordinates. Additionally, another issue that could arise during transactional leadership is the building of a workforce that is only motivated when it will get something in return. This could be especially threatening to the company during lean periods when organisational resources are thin and management has little to offer to its employees. 
	Nevertheless, the transactional style of leadership has been found to have a positive effect on an organisational performance level (Longe, 2014). One of the main reasons behind Longe’s findings (Longe, 2014) is the fact that the transactional style of leadership has been indicated to be particularly helpful in building and sustaining a highly motivated workforce that is capable of achieving positive results towards organisational growth. Furthermore, this type of leadership style leads to the formation of a positive work environment that allows for optimal staff performance (Longe, 2014). 
	Due to its nature, the transactional leadership style often displays the traits, similarities, or behaviours of the charismatic style of leadership, as it has been found to be quite effective for building a highly motivated workforce.

[bookmark: _x8qrsci0f5ad]	2.4.9. Charismatic
	The charismatic leadership style is yet another style that is considered to bring positive outcomes in terms of organisational performance. Usually, the leaders who have adopted a charismatic approach for managing their subordinates tend to form a vision which should be followed by their employees (De Hoogh, et al., 2004). This type of leadership style embraces creativity, innovation, and prosperity and has been found to be particularly motivational for the workforce. When staff members are presented with a charismatic leader they prefer to follow their leader without questioning his or her decisions. 
In terms of negative consequences, the charismatic leadership style has been linked with a workforce who is entirely dependent on its leader, meaning that if the leader resigns from the organisation, employees will lose direction. This problem appears to be further worsened by the fact that charismatic leaders rarely train their employees to become appropriate replacements once the leaders have left the company. This style of leadership typically results in happy and satisfied followers, but very few future company leaders. For that reason, Germano (2010) argues that the charismatic leadership style can have a negative organisational effect in the long run.
This finding is further supported by Ojokuku et al. (2012) who established similar outcomes as part of their quantitative research on bank employees in Nigeria. According to the results of the research, the charismatic leadership style carries negative consequences for organisational performance, due to the fact that this style does not engage and motivate the workforce enough so as to obtain the necessary performances for the future growth and success of the company (Ojokuku, et al., 2012).

[bookmark: _tmads9qobr0j]	Chapter 3. Methodology
Research methodology refers to a set of techniques and methods that are used with the aim of gaining broader knowledge about a certain topic, as well as for the purpose of solving a specific problem (Gorard, 2013). The research methodology covers different procedures and approaches whose major purpose is to help researchers identify, collect, summarise, and evaluate all the necessary data that is directly related to the topic of research.
For the purpose of conducting this research secondary and primary research methodology was used. As part of the secondary research, the available literature, studies, and publicly made knowledge on the subject was researched, collected, and evaluated. For the conduction of the primary research a questionnaire form containing 15 questions was distributed via social media with the aim of obtaining at least 30 respondents. 
Based on the aim and objectives of the research, it appeared that a primary data collection method with survey respondents would have been preferred, in order to obtain an in-depth and first-hand understanding of how the different types of leadership styles can influence the process of an organisation in The UK. However, just the primary method alone was not sufficient enough as it was not going to reflect the purpose and the objectives of the research fully. The main reason being the limitations of the primary data collection method which involves only a small number of survey respondents, and it could be time-consuming (Patten and Newhart, 2017). For that reason, this research used a secondary data collection method too, along with the primary method, using a quantitative methodology approach. 
According to Patten and Newhart (2017) the quantitative research method involves the gathering and analysis of both statistical and numerical data. This data allows the presentation of distributions, frequencies, as well as relationships. One of main reasons the quantitative research method was chosen for this research is its ability to generalise the research findings. For example, unlike the qualitative research method, the quantitative approach allows researchers to collect data from a bigger sampling size, thus being able to represent the broader views and opinions of the targeted demographic group (Patten and Newhart, 2017). 
Furthermore, this research intended to collect the information in the shortest possible time, as well as to analyse the data in a better and easily understandable manner. For that reason, it was more sensible to have used the quantitative research method, since multiple survey respondents could have been added simultaneously, thus further saving precious time. 

[bookmark: _5kl8dcnye41z]3.1. Sampling method
In most instances, the volume of available data related to a given research topic is quite large, which could make the process of data evaluation and systematisation very time-consuming. Therefore, it is a common practice for researchers to take advantage of the implementation of adequate sampling methods which helps narrow down the secondary data to a more manageable size (Taherdoost, 2016). 
	The sampling method that was used in this research paper is probability. The number of articles used for the conduction of the secondary research were narrowed down to 20 and the number of survey respondents used for the conduction of the primary research was set at 30. The ideal respondents were either full or part-time employees, working in the UK. In order to find appropriate participants, the survey form was distributed via Facebook groups with relevant topics. The form was also distributed among students at the University of Wales Trinity Saint David (London Campus), who were under employment. 

[bookmark: _cn7bjysv7xeq]3.2. Data analysis
	When all the necessary primary and secondary information related to the topic is collected, the researcher needs to make an appropriate interpretation of it. The data analysis could be performed with the use of a qualitative, quantitative or mixed interpretational approach (Berg, et al., 2004). 
	Due to the nature of this research paper, quantitative data interpretation was implemented. The collected data was processed with the use of Microsoft Excel, in order to create graphs and charts and to achieve easier information analysis, and understandable data representation. The raw data was cleaned up by excluding incomplete survey questionnaires. The percentage of the completed survey forms was included in order to present the survey response rate. Because the size of the sample was not large, the survey response rate was expected to be above 75%. The collected data was then decoded with the use of numerical graphs and figures, since it was quantitative research. It was then entered into Microsoft Excel spreadsheet for final analysis. Microsoft Excel allowed easy use, provided the collected raw data was entered adequately. The results were presented using charts, graphs, tables, and text. The text was used mainly for the representation of the secondary data.

[bookmark: _g059h14zvpp3]3.3. Time prospect
	In order to be conducted successfully and in a timely manner, the research project must have a well-defined start and end date, as well as a detailed step-by-step plan. There are various software programs that can aid the planning process, but among the most useful ones is the Gantt chart (Geraldi and Lechter, 2012). 
	Therefore, this research paper used the Gantt chart, in order to ensure on-time project completion. The conduction of the secondary research was scheduled for weeks 3 and 4 from the start of the project, whereas the primary research questionnaires were distributed via social media in weeks 4 and 5. The respondents were given 2 weeks to return the filled questionnaires. Once all 30 complete forms were collected, it took 1 week to analyse and present the final findings. The detailed timeline can be seen in Table 1 below.

Table 1. Gantt chart: 15 February - 30 April (10 weeks)
	
	W-1 
	W-2
	W-3 
	W-4 
	W-5 
	W-6 
	W-7 
	W-8 
	W-9 
	W-10
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	Research 
	
	
	
	
	
	
	
	
	
	

	Questionnaires
	
	
	
	
	
	
	
	
	
	

	Data collection
	
	
	
	
	
	
	
	
	
	

	Analysis
	
	
	
	
	
	
	
	
	
	

	Writing draft
	
	
	
	
	
	
	
	
	
	

	Fishing report
	
	
	
	
	
	
	
	
	
	




[bookmark: _1uodjon05ucu]	Chapter 4. Results, Analysis and Discussion
The questionnaire that was intended to collect primary data comprised 15 multiple choice questions. It received 31 responses which were gathered over a period of 2 weeks. The questionnaire form was distributed with the help of social media such as Facebook. The post contained a description of the survey and a link leading the participants to the Google questionnaire form. 

Question 1: What is your gender?
[image: ]
Of the 31 respondents, the majority were female at 83.9%, compared to 12.9% being male, and a small fraction (3.2%) other. (Question 1 above). These results revealed that the female audience engages more with social media which can be a useful insight for future studies that intend to reach respondents via social media. The remaining demographic data that was gathered covered the age and professional occupation of the participants.

Question 2: What is your age?
[image: ]
Over half of the respondents (58.1%) were between 35 - 44 years. 29% said they fall within the 25 - 34 age group, and another 9.7% - within the 45 - 54 age group (Question 2 above). Once again, here it becomes evident when it comes to filling out survey forms on social media, the most active age group is 35 - 44. 

Question 3: Which one best describes your current occupation?
[image: ]
In terms of occupation, the majority of the respondents (71%) stated they were employed full-time or part time, followed by self-employed at 12.9%. Another 12.9% fell into the “Other” group (Question 3 above). This is not a surprise, provided that the survey form clearly expressed that only individuals who are into some form of employment should proceed. 

Question 4: Please choose the most appropriate answer according to your personal opinion
[image: ]
Question 4 was designed in such a way to collect the respondents' opinion about what a leader is. Nearly half of them (45.2%) chose all of the provided options, meaning that for them a leader is someone who knows how things at work can be improved; who works towards making company’s vision a reality; who is empathetic and able to connect with employees; and who needs to motivate employees and put them first (Question 4 above). These answers further support the findings of the secondary research based on the work of Weiner (2009), Bass (1990), and Northouse (2015).

Question 5: Would you say that company leaders play an important role in organisational success
[image: ]
When asked whether company leaders play an important role in organisational success, 64.5% indicated they strongly agree, with another 32.3% saying they agree (Question 5 above). Once again, this question corresponds to the findings of other researchers from the past, such as Hasan Al Khajeh (2018) and Bass (1990) who have observed similar traits regarding organisational leadership. 

Question 6: Do you believe that different leadership styles lead to different organisational outcomes?
[image: ]
Almost all respondents (64.5% - agree and 29% strongly agree) believe that different leadership styles lead to different organisational outcomes (Question 6 above). The response to this question further proves previous findings by Northouse (2015), Shaw, et al., (2011), and Nanjundeswaraswamy and Swamy (2014), who have observed that some leadership styles are more favourable than others, thus leading to different organisational outcomes. 

Question 7: Would you say that democratic leadership is linked to organisational success? 
[image: ]
The majority of respondents (58.1% Agree and another 12.9% Strongly agree) placed democratic leadership among the styles that would lead to organisational success the most (Questions 7 above). These results correspond to the findings of Hackman and Johnson (1996), who have observed that democratic leadership encourages employees to take part in the company's decision-making processes, and is related to higher staff productivity, increased employee satisfaction, and raised involvement among staff members. 

Question 8: Would you say that visionary leadership is linked to organisational success? 
[image: ]
Just over half of the respondents (35.5% Agree; 19.4% Strongly agree) stated that visionary leadership style is among the styles that would lead to organisational success (Question 8 above). However the other half remained neutral (41.9%) meaning that they might not have understood the question or are unsure of the answer. Nevertheless, the answer to this question further supports the findings by other researchers in the field, such as Sashkin and Sashkin (2002) and Heath and Heath (2010).

Question 9: Would you say that bureaucratic leadership is linked to organisational success? 
[image: ]
When asked about the link between bureaucratic leadership style and organisational success, nearly half of the participants in the survey remained neutral (45.2%). A third (32.3%) stated they believe it leads to organisational success, but another 22.6% think this style would not lead to organisational success. When cross-referencing this question with the available literature on the topic, it becomes evident that this type of style is indeed related to a diminished creativity and motivation among staff members (Sapre, 2000; Langer, et al, 2019). 

Question 10: Would you say that laissez-faire leadership is linked to organisational success? 
[image: ]
In question 10, the respondents placed the laissez-faire leadership style among the least successful, compared to the rest of the styles in question. Nearly a third stated they agree or strongly agree (16.1% and 16.1% respectively), whereas a quarter of them (25.8%) said they disagree. Having a high percentage of neutral responses (38.7%) may reveal that the participants were either unaware of this type of leadership style, or unsure of the correct answer. Nevertheless, the negative aspects of this type of leadership have been proven by other scholars like Bass and Avolio (1990), Skogstad et al. (2007), and Einarsen et al. (2007), who postulate that the laissez-faire style of leadership falls in violation with the interests of the company and its employees, undermines organisational vision and objectives, and threatens the well-being of the workforce. 

Question 11: Which leadership styles do you believe would lead to organisational success? (thick as many as you wish).
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Question 11 which was designed in order to gather the respondents' opinions about the most beneficial leadership style when it comes to organisational success. The majority of the respondents chose the following 3 leadership styles in that matter: Supportive at 61.3%; Democratic at 58.1%; and Transformational at 51.6%. A third of the respondents (32.3%) also stated Transactional and Visionary leadership styles in that category. This does not come as a surprise provided the findings of this research and the available literature on the topic (Rafferty and Griffin, 2004; Kahn and Byosiere, 1992)

Question 12: Which leadership styles do you believe would lead to organisational failure? (please tick as many as you wish).
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When asked which leadership styles they believe would lead to organisational failure, most of the respondents (43.3%) gave Laissez-faire style as an answer, followed by Charismatic leadership at 30%, and Autocratic at 23.3% (Question 12 above). When comparing the results to the available literature it becomes evident that the answers to this question correspond closely with the findings of other researchers of the leadership subject, such as Burke et al., (2006), Gonos and Gallo (2013), Bass and Avolio (1990), and Germano (2010), all of whom argue that these leadership styles can have a negative organisational impact in the long run.

Question 13: What is the preferred leadership style in the company you are currently working for?
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The last 3 questions from the survey were destined to capture the most preferred leadership style in the company the respondents were working for at the time of filling out the questionnaire, as well as the associated benefits and drawbacks of those styles. In terms of the most common leadership style used in companies, over half of the respondents (51.6%) answered Democratic, followed by Visionary (16.1%), Autocratic (12.9%) and Supportive (12.9%) (Question 13 above).

Question 14: What are the biggest benefits of working under this leadership style? (please tick as many as you wish).
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In terms of the biggest benefits of working under the above mentioned leadership styles (Question 13), the majority of the respondents provided a positive working environment (83.9%), strong collaboration between staff members (54.8%), and On-time task completion (38.7%) as top 3 benefits (Question 14 above). Once again, these answers align with the findings of the secondary research of this paper (Hasan Al Khajeh, 2018; Bass and Riggio, 2006; Avolio et al., 1999; Judge and Piccolo, 2004)

Question 15: What are the biggest drawbacks of working under this leadership style? (please tick as many as you wish).
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As to the drawbacks, a third of the participants in the survey gave increased staff turnover (37.9%) and raised presentism (34.5%) as answers (Question 15 above). These primary findings are further supported by scholars, such as Hasan Al Khajeh (2018), Burke et al. (2006), Sapre (2000), and Einarsen et al. (2007). 

[bookmark: _eogns6cmz1mn]	Chapter 5. Conclusion, Recommendations and Reflection
[bookmark: _7dg7gmnvy1u3]5.1. Conclusion
In order for any given organisation to be competitive, profitable and successful within the complex business environment of the UK, it must make sure it creates a favourable working environment and implements the right business strategies and operational processes in place. In order for that to happen, management needs to adopt adequate leadership styles that are in line with the company’s main objectives and goals. 
An evaluation of the available literature on the topic reveals that the use of effective leadership styles can positively impact the processes within the organisation and can contribute significantly towards organisational success. This applies to all sorts of organisations within the UK, regardless of the size and sector the business operates in. Furthermore, according to the literature review, many UK companies seem to be underestimating the importance of leadership styles, many of which even do not realise it. 
Among the most favourable leadership styles a company can implement are democratic, visionary, transformational, supportive, and charismatic styles. Depending on the circumstances, the implementation of more than one of these styles might be needed. Nevertheless, it is the responsibility of the management to decide on the best leadership style or mixture of several styles to be used, in order to create a favourable working environment and to secure the future success of the organisation. 

[bookmark: _85btc48dpwdx]5.2. Recommendations
Based on the primary and secondary data findings, the research can provide several recommendations on the most appropriate leadership styles that a company can adopt in order to be prosperous, as well as suggestions on how top management can tackle the associated challenges that may arise during the implementation of a particular leadership style. Business organisations have a broad range of leadership styles to choose from, such as autocratic, democratic, visionary, bureaucratic, transformational, transactional, supportive, laissez-faire, and charismatic. As seen from the findings however, leaders should be cautious when choosing the type of style they want to implement, as some of these leadership styles have been shown to lead to an organisational decline. 
For example, autocratic, bureaucratic, charismatic, and laissez-faire leadership styles are among the least favourable, whereas leadership styles, such as visionary, transformational, and supportive have been linked to a positive working environment and potential company success in the long run. Leaders should also be aware that different leadership styles could prove beneficial in different situations or business stages, meaning that they need to adopt a flexible approach and review the current leadership process in the organisation on a regular basis. A mixture of two or more leadership styles is also encouraged should the circumstances require it. 
Furthermore, it is highly recommended that leaders listen to their subordinates and provide a positive working environment where employees feel respected, cherished and supported. To be successful, leaders should give regular feedback and be open to receiving feedback from their subordinates in return. Intercompany issues should be addressed in a timely manner and the necessary changes must be made according to the circumstances. According to the findings of this research, the best leaders are those who inspire their followers, look for innovative solutions, provide support to their subordinates, solve problems together with staff members, and work together with their followers towards achieving the company’s goals, thus leading to organisational growth, profitability, and success.

[bookmark: _9pv83h6pj3td]5.3. Reflection
	The overall experience related to the production of this dissertation was positive and highly beneficial to my future professional progression. From the very beginning up until the last days prior to submitting the final version I had full support from my supervisor who was guiding me along the process. The successful and on-time delivery of the paper was mainly due to the fact that I had a clear vision of the dissertation structure, created a detailed plan prior to starting the research and followed the plan strictly. The majority of stages went well and I did not encounter any serious obstacles. I had the chance to implement many academic skills that I have acquired during my time at the university, including academic writing, research, time-management, critical thinking, SMART planning, and communication. 
	In terms of negative experience, I would mention several aspects. Firstly, when I started the secondary research, I was a bit overwhelmed with the vast pool of information on the topic of leadership. I had to use my research and critical thinking skills to the greatest extent, in order to narrow down the available literature and choose the most appropriate studies. Perhaps if I have to do it all over again, I would allocate more time on this stage. Secondly, I encountered some challenges during the collection of the primary data, and more precisely - the data gathering took slightly longer than I was expecting. I have also realised that survey respondents are more likely to complete a survey which contains only multiple-choice questions, and no open-ended ones. Once again, for any similar research in the future, I would allocate more time on this phase and will try to distribute the questionnaire to a larger group of potential respondents. 
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[bookmark: _137mp4boizwo]Appendix 1. Survey questions 
Question 1
What is your gender?
· Female
· Male
· Other 
· Prefer not to say

Question 2
What is your age?
· 18 - 24
· 25 - 34
· 35 - 44
· 45 - 54
· 55 and over 

Question 3
Which one best describes your current occupation?
· Employed full-time or part time 
· Business owner
· Self-employed 
· Other 
· Prefer not to say

Question 4
Please choose the most appropriate answer according to your personal opinion
· A leader is someone who knows how things at work can be improved
· Leaders work towards making company’s vision a reality
· Leaders have to be empathetic and able to connect with employees
· Leaders need to motivate employees and put them first 
· All of the above

Question 5
Would you say that company leaders play an important role in organisational success
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 6
Do you believe that different leadership styles lead to different organisational outcomes?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 7
Would you say that democratic leadership is linked to organisational success? 
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 8
Would you say that visionary leadership is linked to organisational success? 
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 9
Would you say that bureaucratic leadership is linked to organisational success? 
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 10
Would you say that laissez-faire leadership is linked to organisational success? 
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

Question 11
Which leadership styles do you believe would lead to organisational success? (thick as many as you wish).
· Democratic
· Autocratic
· Visionary
· Transformational
· Bureaucratic
· Supportive
· Laissez-faire
· Transactional
· Charismatic

Question 12
Which leadership styles do you believe would lead to organisational failure? (please tick as many as you wish).
· Democratic
· Autocratic
· Visionary
· Transformational
· Bureaucratic
· Supportive
· Laissez-faire
· Transactional
· Charismatic

Question 13
What is the preferred leadership style in the company you are currently working for?
· Democratic
· Autocratic
· Visionary
· Transformational
· Bureaucratic
· Supportive
· Laissez-faire
· Transactional
· Charismatic

Question 14
What are the biggest benefits of working under this leadership style? (please tick as many as you wish).
· Positive working environment
· Minimal staff turnover 
· Strong collaboration between staff members 
· On-time task completion 
· Reduced presentism  

Question 15
What are the biggest drawbacks of working under this leadership style? (please tick as many as you wish).
· Negative working environment
· Increased staff turnover 
· Weak collaboration between staff members 
· Delayed task completion 
· Raised presentism  
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many as you wish).
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Bureaucratic
Supportive
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Which leadership styles do you believe would lead to organisational failure? (please ID Copy
tick as many as you wish).
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What is the preferred leadership style in the company you are currently working for?
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What are the biggest benefits of working under this leadership style? (please tick as ID Copy
many as you wish).
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Minimal staff turnover
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What are the biggest drawbacks of working under this leadership style? (please tick as |_D Copy
many as you wish).
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What is your gender?
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What is your age? O copy
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Which one best describes your current occupation?
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