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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 Nohria and 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 fast expanding and successful British global venture capital corporation that operates in a variety of sectors, including transportation, financial services, travel, music, media, books, health & wellness, and gaming, among others. Richard Branson launched the corporation, which has been ranked as one of the most recognisable, respected, and influential brands in the world. Sir Richard Branson began his entrepreneurial career simply in 1970 and has now amassed 300 firms, more than 50,000 people, and 11.5 billion pounds in sales (Virgin,2019).
To analyse critically how leadership theories are applied to a leader in an organisational setting, Virgin Group Limited will serve as the case study organisation, and co-founder Richard Branson will serve as the leadership case study. This study examines the leadership theories and models applicable to Virgin Group, the progress made by the company through time, and the leadership style used by a contemporary organisation.
The study will be accurate and comprehensive, and it will be based only on secondary information sources that the researcher collected from a number of books and journals.
[bookmark: _Toc129986277]Leadership Theories and Practise
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 role of leadership is to achieve achievable aims and employ people and material resources while ensuring unity and complete agreement in the process (Bass,2010). Without leadership, organisations devolve into a disorganised or ineffective bunch of individuals with no harmony or purpose. In contrast to a manager, who implements the management job of planning, directing, organising, and controlling, a leader demonstrates leadership characteristics such as ideas, ideals, vision, the capacity to influence people, and the willingness to make difficult choices (Akpala, 2008).
A virtuous and great leader encourages, stimulates, urges, inspires, and leads acts to help in the attainment of group or organisational goals and objectives, regardless of leadership style. A futile leader, on the other hand, cannot contribute to the progress of an organisation and, if care is not taken, might actively detract from organisational goal accomplishment. According to Naylor (2000), successful leadership is an expression of the heart, and for a leader to be regarded effective, impressive, and influential, he must be creative, imaginative, ardent, inspirational, courageous, adaptable, innovative, intellectual, and willing to begin change.
[bookmark: _Toc129986278]Leadership in an Organisational Context
Despite attempts to adopt a universal strategy for leadership development and identification, it is vital to offer a comprehensive description of the organisational environment in which leadership exists. Previous attempts to characterise social organisations often centred on the stability of social structures, and these first conceptions of society and social institutions had a substantial effect on how organisational behaviour was researched and managed (Naylor, 2000).
Yet, they have discovered that the form of an efficient social organisation relies on the quality of the organization's output and its operating environment. Recent research examining the type and quality of organisational structure and effectiveness have not yet established a single structure that has the capacity to increase organisational effectiveness across the board (Woodward, 1995). As a consequence of this approach, Woodward (1995) concluded that social organisations are best conceptualised as open, flexible systems engaging in a series of purposeful interactions with their functional environment.
[bookmark: _Toc129986279]Leadership Theories and Approaches
As stated earlier, there are different opinions on leadership due to the fact that numerous approaches and models have been developed throughout time by authors and specialists in response to particular characteristics and qualities that distinguish leaders from non-leaders. All modern ideas fall into one of the following three categories: leadership as a link or process, leadership as a mix of personality or trait characteristics, or leadership as particular skills and behaviours. This is true despite the fact that current research has turned away from conventional trait- or personality-based theories and towards a scenario theory, which dictates that the leadership characteristics, abilities, and attributes of the leader influence how they are deployed (Avolio, 2010).
[bookmark: _Toc129986280]The Trait Approach
This approach focuses on leadership attributes based on the premise that leaders are born; as a consequence, it is used to anticipate the effectiveness of leadership relative to future leaders in order to determine their likelihood of success or failure. Scouller (2012) states that the trait method aims to find friendliness, intellect, honesty, physical appearance, personality, achievements, self-esteem or confidence, determination, cooperativeness, influence, extraversion, and other attributes that seem to be leadership qualities (Cottrell, 2015). The model shown in Figure 1 was established by Zaccaro, (2004) to explain the relationship between leadership characteristics and productivity and effectiveness.
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Figure 1: Traits of Leaders Based on the Zaccaro Model (2004)
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, the first framework asserts that a leader's quality is the result of the combined influence of numerous traits and that social capability, cognitive ability, and dispositional inclinations each influence the others (Zacccaro, 2009).
Nevertheless, several research contend that this approach is oversimplified, and that the leader's performance is unexamined since personality is the sole predictor of that person's behaviour (Northouse, 2015). Moreover, Allen (2015) believe that a leader's behaviour is not always expected to be of the expected calibre and that their traits do not always hold true regardless of the situation.
However, there has recently been some proof to support the idea that human resource organisations use a variety of tactics to identify emerging 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). These organisational departments must link the personal qualities of the leader in their applications to the accomplishment of the organization's aims and objectives, depending on the nature of the job and the ability of the individual in question (Humphrey, 2011).
[bookmark: _Toc129986281]The Concept of Transactional and Transformational Leadership Approach
All leaders, according to James McGregor Burns, might be categorised into either the transactional or transformational leadership categories. He first proposed these concepts in 1978. He saw transactional leadership as an exchange of rewards for submission, compliance, and obedience to inspire followers by appealing to their self-interest, with a stronger emphasis on legal authority and conformity with rules (Jones 2019). According to Burns (1994), transformational leaders encourage their followers to overcome and give up their own self-interest for the sake of the company, in contrast to transactional leaders. So, when significant changes are made and common goals and objectives are pursued, transformational leadership is the act of inspiring, motivating, and engaging individuals to take part in the organisation's transformative process (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)
Bass (2004) developed a theory of transformational leadership in which he defined transformational leaders as people who motivate others to achieve more than they initially intended or planned, sometimes even more than they themselves would have believed possible. Bass was inspired and motivated by work. A leader is supposed to display three key forms of behaviour according to the complete model of leadership he created, which may be shown in Figure 3.
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Figure 3: The Full Range Model of Leadership (Bass, 2004)
Transformational leadership with probity and integrity has long been a key concern for populists and organisational strategists, but it is not without criticism. Transformational leaders excite and encourage followers with a solid and steady emotional demeanour, which may not have the intended impact on the followers. This is why Gryphon (2002) believed transformative leaders had a high risk of abusing their authority. According to the findings of Knippenberg (2020), transformational leaders may occasionally be cunning and flourish in positions of control.
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
Under the leadership skill approach, a leader or person can acquire specific skills through learning in order to become a prominent and outstanding leader. This approach focuses on the knowledge and talents possessed by the leader and how these skills can be utilised to advance organisational progress. This was backed by Northouse (2015), who said that, unlike traits, which are innate characteristics that define leaders, skills are things leaders can learn.
In contrast to leadership traits or qualities, Katz (1955) proposed a model in which he outlined the three distinct skills a leader should possess: 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.
[bookmark: _Toc129986283]Discussions 
[bookmark: _Toc129986284]Virgin Group Leadership Approach, Richard Branson 
Richard Branson's style of leadership has been called "transformational" and "charismatic" (Lussier, 2010) in terms of the organisational culture he has created. This is because of his relaxed and informal style, his lack of focus on organisational hierarchy, and the fact that he and Virgin are inseparable (Fisher, 2012). Branson's ability to start new businesses and move into new industries while bringing his employees with him shows how flexible and successful he is when it comes to adapting to an organisation's culture that changes quickly (Fisher, 2012).
Mintzberg (2009) says that leadership is earned from the people you lead and that it's all about earning the trust and respect of employees. Richard Branson's sense of fairness and equality is clear from how he treats people and how he runs the Virgin Group with a flat, non-hierarchical structure (Fisher, 2012). There is a direct link between transformational leadership and performance. Transformational leadership seems to represent society's ideals and tends to happen during times of crisis and change (Bass, 2004). Richard Branson demonstrated this approach by giving his staff his personal contact information so they could get in touch with him directly. He also told them to always send him any ideas, thoughts, or suggestions for improvement (Fisher, 2012).
Also, two of Richard Branson's most notable traits are his ability to read people and his emotional intelligence. Salovey (2006) say that one of the best ways to become a great leader is to study yourself and others to improve your emotional intelligence. Through his company's mood management, Branson has been able to get his employees to recognise the company and himself. This has allowed him to consider the feelings of both customers and employees, giving him a better idea of how the company is feeling (Salovey, 2006).
Zaleznik (2014) says that leaders and managers have very different ways of thinking about goals because leaders tend to be more proactive than managers. Richard Branson has shown that he is a strong leader by sticking to his goals and not giving up, even when there were few obstacles in his way. He stuck to his company's vision and made sure that the people he hired shared it. This has been a big part of Virgin Group's continued success and growth (Fisher, 2012).
[bookmark: _Toc129986285]Conclusion 
The basic component for any theory to be helpful and successful is organisational culture, which is why certain theories that have helped organisations succeed in the past tend to hamper the expansion and development of some modern organisations.
As the year progresses, adjustments have been made as a result of some of the limitations that have accompanied theories, with new theories addressing the imbalance of the various leadership approaches in order to create an environment that focuses on human relations and the enhancement of employees towards their tasks and the goals of the organisation. In addition, as a result of growing employee knowledge, the desire to follow charismatic and transformative leaders who are polite, trustworthy, well-informed, and powerful rather than conventional leaders with little regard for employee requirements has become crucial. Transformational leadership has been shown to be the most effective, despite the requirement for adaptability based on the circumstances. This study demonstrates that despite this, this leadership style has led to the motivation of followers and the alignment of their goals with those of the business, resulting in growth and development. 
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