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[bookmark: _Toc129986275]Introduction 
Every organisation requires effective leadership. The strength of an organisation is stated to be enhanced by an effective and successful leadership style or practise. According to Khurana's (2012) research, all organisations have non-identical leadership compositions that encourage interaction and participation among diverse members of the organisation. Moreover, the research demonstrated that organisations are open systems susceptible to a range of external effects, which has always made leadership a critical element. The absence of these elements is believed to have a negative impact on the organisation.
As a distinguishing quality and important component, leadership contributes significantly to an organisation's success (Weihrich, 2018). Even though it has been mentioned countless times that management and culture complement leadership, many individuals continue to find these notions to be unclear. Experts have thus endeavoured to describe and differentiate these two notions in order to make them simpler to comprehend.
The requirement for light management components is predicted to become more significant with expanding globalisation and technological advancement (Kotter 1999). Also, it is inevitable that the word "leadership" will be used in all managerial responsibilities; as prior research has substantially shown, the idea that leadership is unique from management has been supplanted by a focus on many styles of leadership (Egri and Herman, 2000).
[bookmark: _Toc129986276]The Virgin Group's background
Virgin Group Ltd. is a rapidly growing and prosperous British worldwide venture capital company that works in a number of industries, including gaming, music, media, books, financial services, travel, and transportation. The company was founded by Richard Branson and is now considered to be one of the most recognisable, reputable, and important brands in the whole globe. Sir Richard Branson started his business career in 1970, and now he owns 300 companies, employs more than 50,000 people, and generates 11.5 billion pounds in revenue (Virgin,2019).
[bookmark: _Toc129986277]Richard Branson, a co-founder of Virgin Group Limited, will be the leadership case study in order to analyse critically how leadership theories are applied to a leader in an organisational situation. The development of Virgin Group through time, appropriate leadership theories and models, and the leadership style used by a modern organisation are all examined in this research.
The research will be thorough and accurate, and it will only be based on secondary data sources that the researcher gathered from a variety of books and periodicals.
Theories and Practices of Leadership
Leadership is a matter of fascination, despite the fact that many writers, professionals, and even leaders fail to offer a clear explanation. It is also one of the most essential yet least understood phenomenon. Since no one leadership style can be considered ubiquitous or universal, scholars have developed a number of leadership theories throughout the years. According to Bass (2010), a growing number of people believe that in order to achieve goals, today's leaders must possess a variety of qualities such as dedication, knowledge, patience, experience, and, most importantly, the ability to effectively interact with subordinates and other individuals. A competent leader is created by a continuous process of education, learning, personal growth, and the accumulation of relevant experiences through time. The only thing a leader can do to influence goal completion, employee well-being, and business success is how workers perceive him or her (Bass, 2010). Because of this image, trust is required for positions of leadership in a variety of industries, including business, government, religion, and international organisations (McKee, 2014).
The responsibility of leadership is to ensure that everyone is on the same page and that all objectives are fully understood while using human and material resources (Bass,2010). Without leadership, groups of people become disorganised or unproductive and lose their sense of community and purpose. A leader exhibits leadership qualities such as ideas, principles, vision, the ability to influence others, and the courage to make tough decisions, in contrast to a manager who carries out the management task of planning, leading, organising, and managing (Akpmala, 2008).
[bookmark: _Toc129986278]Regardless of leadership style, a good and effective leader works to support the achievement of group or organisational goals and objectives by stimulating, urging, inspiring, and leading actions. On the other hand, a useless leader cannot advance a company and, if care is not taken, may actively hinder the achievement of organisational goals. Naylorn (2000) asserts that effective leadership is an outward expression of the heart and that a leader must possess these qualities in order to be regarded as effective, impressive, and influential: imagination, ardour, inspiration, bravery, adaptability, innovation, intellect, and a willingness to start change.
Leadership in an Organisational Context
[bookmark: _Toc129986279]Notwithstanding efforts to provide an all-encompassing approach to leadership development and identification, it is essential to provide a thorough account of the organisational setting in which leadership occurs. The stability of social structures was often the focus of earlier efforts to characterise social organisations, and these early ideas about society and social institutions had a significant impact on how organisational behaviour was studied and controlled (Naylor, 2000).
Yet, they have found that the structure of an effective social organisation depends on the calibre of the organization's output and the environment in which it operates. Current studies studying the kind, quality, and effectiveness of organisational structure have not yet identified a single structure that has the potential to raise organisational effectiveness generally (Woodward, 1995). This method led Woodward (1995) to the conclusion that social organisations are best understood as open, flexible systems that are involved in a number of deliberate interactions with their functional environment.
[bookmark: _Toc129986280]Theories and strategies for leadership
As was previously said, there are several perspectives on leadership owing to the diverse methods and models that have been established throughout time by writers and experts in response to certain traits and abilities that set leaders apart from non-leaders. All contemporary theories may be divided into one of the following three groups: leadership as a relationship or process, leadership as a combination of traits or personality qualities, or leadership as a set of abilities and behaviours. This is true even if recent research has moved away from traditional trait- or personality-based theories in favour of a scenario theory, which states that the leadership qualities, skills, and traits of the leader affect how they are deployed (Avolio, 2010).

The Trait Approach

This method focuses on the qualities of leadership based on the idea that leaders are born; as a result, it is used to predict the efficacy of leadership compared to future leaders in order to assess their chances of success or failure. According to Scouller (2012), the trait approach seeks to identify traits that seem to be leadership characteristics, such as friendliness, intelligence, honesty, physical appearance, personality, accomplishments, self-esteem or confidence, determination, cooperativeness, influence, and extraversion (Cottrell, 2015). Zaccaro (2004) developed the model shown in Figure 1 to explain the connection between leadership traits and output and effectiveness.
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Figure 1: Traits of Leaders Based on the Zaccaro Model (2004)
[bookmark: _Toc129986281]The first framework contends that a leader's quality is the result of the combined influence of many traits, and that social ability, cognitive ability, and dispositional inclinations each influence the others. This is in contrast to the second framework, which emphasises the idea that leadership traits vary in their close influence and carry with them specific distal qualities for the development of adjacent individual characteristics (Zacccaro, 2009).
Yet, numerous studies claim that this strategy is simplistic and that the leader's performance is not reviewed since personality is the only factor that may predict a person's behaviour (Northouse, 2015). A leader's behaviour is not always anticipated to be of the calibre predicted, and their characteristics do not always stay true regardless of the circumstance, according to Allen (2015).
Nevertheless, there has recently been some evidence to support the notion that human resource organisations use a variety of strategies to identify upcoming leaders, using personality and behavioural traits as their primary selection instrument, in order to be aware of readily accessible individual traits in the long run (Northouse, 2015). Depending on the nature of the position and the applicant's aptitude, these organisational departments must connect the personal traits of the leader in their applications to the achievement of the organisation's goals and objectives (Humphrey, 2011).

The idea of transactional and transformative leadership
According to James McGregor Burns, all leaders may be categorised as either transactional leaders or transformational leaders. In 1978, he initially put out these ideas. He saw transactional leadership as an exchange of benefits for compliance, submission, and obedience to inspire followers by appealing to their self-interest, with a larger focus on legal authority and adherence to laws (Jones 2019). In contrast to transactional leaders, transformational leaders empower their followers to overcome and sacrifice their own self-interest for the sake of the organisation, according to Burns (1994). Hence, transformational leadership is the act of inspiring, motivating, and engaging people to participate in the organization's transformative process when substantial changes are made and shared goals and objectives are sought (Yukl, 1999).
While discussing transformational leadership, Riggio (2006) listed a number of its components, including:
• The motivation and stimulation of the followers to foster growth and hope.
• Emphasis on key concerns and concentration on a particular objective.
• Enhancement of employees' consciousness, certainty, and moral standards
• The interchange of ideas to build a respectful and morally fair environment.
• Mentoring and leading subordinates
• The right of adherents to freedom of choice and expression (freedom of speech)
In his theory of transformational leadership, Bass (2004) characterised transformational leaders as those who inspire others to do more than they had originally planned or intended, and sometimes even more than they would have thought possible. Work motivated and inspired Bass. The whole model of leadership he developed, which is seen in Figure 2, states that a leader must exhibit three main types of behaviour.
[image: page16image830085040]
Figure 2: The Whole Range of Leadership Model (Bass, 2004)
While it has long been a top priority for populists and organisational strategists, transformational leadership with probity and integrity is not without its detractors. With a strong emotional stance that may not have the desired effect on the followers, transformational leaders thrill and encourage followers. Gryphon (2002) said transformational leaders had a greater danger of misusing their position of power because of this. Knippenberg (2020) found that transformative leaders may sometimes be cunning and excel in positions of power.
Despite criticisms, research has shown that transformational leadership lays a high emphasis on organisational changes since it supports the development of institutional culture and efficacy, which is often essential for a corporation to stay in operation. 
[bookmark: _Toc129986282]The Leadership Skill Approach
[bookmark: _Toc129986283]According to the leadership skill method, a leader or individual may study certain talents in order to develop into a well-known and exceptional leader. This method focuses on the abilities and information a leader has and how they may be used to improve organisational success. Northouse (2015) supported this by stating that, in contrast to attributes, which are inborn qualities that distinguish leaders, skills are something leaders can acquire.
Katz (1955) proposed a model in which he outlined the three distinct skills a leader should have: technical skills related to the leader's capacity in a particular area and the use of tools and techniques; human skills based on how the leader can successfully collaborate with other employees to achieve the organization's goals; and conceptual skills related to working with plans, principles, and ideas.
Discussions 
[bookmark: _Toc129986285]Approach to Leadership by Virgin Group, Branson, Richard
Regarding the organisational culture he has fostered, Richard Branson's leadership style has been dubbed "transformational" and "charismatic" (Lussier, 2010). This is due to his casual and laid-back demeanour, his disregard for organisational structure, and the unbreakable bond he has with Virgin (Fisher, 2012).

Branson's ability to launch new companies and enter new markets while taking his staff with him demonstrates his adaptability and skill in adjusting to the rapidly changing organisational culture (Fisher, 2012).
According to Mintzberg (2009), gaining the respect and trust of your team members is the key to effective leadership. The way Richard Branson respects people and conducts the Virgin Group with a flat, non-hierarchical structure demonstrates his sense of justice and equality (Fisher, 2012). Performance and transformative leadership are closely related. At times of upheaval and disaster, transformational leadership seems to embody society's values (Bass, 2004). By providing his team with his personal contact information so they could reach him immediately, Richard Branson exemplified this strategy. Also, he instructed them to constantly email him any thoughts, ideas, or recommendations for development (Fisher, 2012).
Moreover, Richard Branson's capacity for reading people and his emotional intelligence are two of his most recognised qualities. According to Salovey (2006), one of the finest methods to develop your emotional intelligence is to study yourself and other people. Branson has been successful in getting his staff to recognise the firm and him using the mood management techniques used by his business. As a result, he is better able to understand how the organisation is feeling by taking into account the sentiments of both consumers and staff (Salovey, 2006).
According to Zaleznik (2014), since leaders are more pro-active than managers, they have completely distinct ways of thinking about objectives. By persevering and staying the course despite few impediments in his path, Richard Branson has shown that he is a capable leader. He remained true to the mission of his business and made certain that everyone he employed shared it. This has played a significant role in the success and expansion of Virgin Group (Fisher, 2012).
Conclusion 
The fundamental element for any theory to be beneficial and effective is organisational culture, which is why certain theories that have historically aided in the success of organisations tend to impede the growth and development of some contemporary organisations.
As the year goes on, adjustments are being made due to some of the limitations that have been associated with theories, and new theories are being developed to address the imbalance of the various leadership philosophies in order to create an environment that is focused on human relations and the improvement of employees towards their tasks and the goals of the organisation. The desire to follow charismatic and transformational leaders who are kind, dependable, knowledgeable, and powerful rather than traditional leaders who pay little attention to the needs of their employees has also grown more important as a consequence of increased employee knowledge. Even though it's important to be flexible depending on the situation, transformational leadership has been proved to be the most successful. This research shows that despite this, this leadership approach has encouraged followers to work towards shared objectives with the organisation, fostering growth and development. 
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Transformational leadership
Inspirational moivation (creating vision and objectives and being
committed to them)
Intellectual stimulation (failitating innovation and creativity)
Idealized influence (role modeling)
Individual consideration (coaching, individual support, acceptance of
individual differences)

Transactional leadership
‘Contingent reward (specifying conditions and rewards)
Management-by-exception-
active (monitoring and correcting deviancies from standards)
passive (problem-solving correcting errors)

Non-leadership (absence or avoidance of leadership)
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