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[bookmark: _Hlk188471945]1.0 Introduction 
The researcher has for some time, worked at a large manufacturing organisation in South Wales as a recruitment and compliance coordinator but has a wealth of management and human resources experience that spans over three decades with multinational companies.
Organisation A. for some years has had an employee retention and turnover rate of one hundred and twenty five percent. The organisation has undertaken many different motivational approaches and employee engagement strategies with some varying success (Gagné, 2014, pp.1–432; Markos and Sridevi, 2010; Osborne and Hammoud, 2019). These have included the obligatory staff survey that is conducted annually where many of the staff abstain for a myriad of personal and professional  determinations (de Waal, 2014; Meyer, 2020; Wiley, 2012 pp.268). Over the past two years the retention rate has gradually increased and has attained around two percent attrition rate in certain areas within the organisation. 
Recently as part of the researchers  fulfilment to the DBA part one module “Converting research into practice” the researcher conducted a pilot study (Braun and Clarke, 2006; Van Teijlingen and Hundley, 2002 pp. 33- 36), this investigation was conducted to understand the feasibility on the subject of retention and attrition to potentially develop into a larger thesis on this very understudied business topic. 
The outcome of  the pilot study findings indicated that employees felt that they were not heard and there was little understanding of their needs, this subsequently was having a critical effect on the moral of employees and thus effecting strategic turn over approaches (Andrews, 2022). The participants felt that those in the leadership roles had disconnected from there their people and therefore had no interest in the people processes or engaging with their employees. While some of the leadership team where extremely people oriented (Agarwal et al., 2012), this was not the case in most circumstances and was having a detrimental effect. The Participants described in detail their own experiences and concluded that it had increasingly degenerated.
By exploring the available literature, it is intended to  find an alternative to the  ineffective leadership style which  has been adopted by the leadership team and has now become organisational culture (Hetrick, 2023, pp.1–278; Sherwood-Martin, 2024; Sulaeman et al., 2024; Toor and Ogunlana, 2011). This has had a pernicious effect on the home-grown leaders  as new managers are elevated from within and have not been exposed to other choices of leadership styles or framework. By integrating new frameworks and exposing the leadership team to choices of leadership behaviours,  practitioners indicate that change can be manipulated at a gradual pace  (Babbitt and Edmonds , 2023; Moores, 2024; Muncaster, 2022; Ojokuku, Odetayo and Sajuyigbe, 2012; Robbins and Judge, 2019, pp.35–721).
In this literature review the researcher intends to investigate the methods and theories around  leadership frameworks, philosophies, Styles and models in the anticipation of comprehending  which of these frameworks, styles and philosophies would be most effective within the modern manufacturing  industry at this present time juncture. Many of the contemporary and retro leadership models and frame works bare elements of other frameworks such as “Maslow’s Hierarchy of Needs” (Maslow, 1943, pp.5–38) and McGregor’s “Theory X and Theory Y” motivational models  (McGregor, 2005, pp.3–256) have links to these  motivational theories built into their basic structure. These elements according to research can be advantageous in allowing leaders to use their own personalities when adopting the type of leader they wish to become (Robbins and Judge, 2019, pp.35–721; Sykes , 2024). 

[bookmark: _Hlk188472022]2.0  Aims of this research
The aim of this research is to understand and evaluate what strategic leadership processes could be valuable though the available literature. It is essential to investigate the methods that are available to leadership team so that a strategic tactical process can be established as a corporate responsibility  so that a strategic partnership can be formed between the employees and the organisation (Peterson, 2022; Price and Weiss, 2013; Tipurić, 2022, p.55; Wachira, Karanja and Iravo, 2018). Evidence corroborates that this thought process has affected both employees and leaders and is now viewed as company culture (Bass and Riggio, 2005, pp.47–56; Blair, 2003; Byrnes, 2024). With recruitment of employees becoming more and more difficult which can be attributed to tight labour markets and the financial climate of this time juncture (Agarwal et al., 2012; Ambrose, 2024; Bond and Venn, 2017), it is  essential to enable organisations to reintegrate their leadership teams with these  vitally important assets. By using the employee life cycle process model (Cattermole, 2019) amalgamated with a strong leadership theory supported by an intelligent motivational strategy it is intended through reviewing the contemporary and retro information that a conduit of information can be established to support the recruitment and retention efforts for organizations who currently suffer from this dilemma. By delineating  supporting strategies, the people processes can become a behaviour rather than a process to support and motivate those involved to become effective in their capacity whether they are leaders or followers (Andrews, 2022; Arruda, 2016; Avolio and Bass, 1995; Bond and Venn, 2017; Byrnes, 2024; Day, 2014, pp.1–868; Dennison, 2021; Elibol, 2023; George , 2011; Goleman, Boyatzis and McKee, 2013, pp.3–248; Greenleaf, 1977, pp.1–23).
[bookmark: _Hlk188472059]3.0 Research Questions 
1. What are the most effective leadership strategies ?
2. Are leaders and managers the same?
3. What can be done to fix the issue? 

4.0 [bookmark: _Hlk188472106]Literature Review
[bookmark: _Hlk188472157]4.1 Literature  Review Introduction 
Authors, academics, practitioners and the UK government have for some years been concerned about the peaks and troughs of the UK labour market. Since Brexit in 2017 when the UK voted to leave the EU (Walker, 2024), a series of events have caused British organisations to report a shortfall in their recruitment with the prognostic that by the year 2030 this will cause UK organisations one hundred and twenty billion pounds (C. k. group, 2024; The access group, 2024). This contention has understandably been the antecedent to compel employers to look at supplementary remedies to this predicament.
Authors such as Kelly (2024) and Stroud (2017) suggest that organisation should turn to retention in contrast to recruitment (Agarwal et al., 2012; CIPD, 2024; Kelly, 2024; Stroud, 2017, pp.4–57; Sunshine, 2023).
For organisations like “Bain & Company” and “Mastercard” who have a reputation for their people centred and anthropomorphise policies retention is not an issue (Bond and Venn, 2017), however, for other not so “people-centric” organisations’ retention of employees is impermeable but not unachievable if the organisations culture can be changed. Babbitt and Edmonds (2023) state that the  “culture in an organisation is difficult to change ascribable to very unambiguous reasons which inaugurate at the top of the managerial hierarchy”, (Babbitt and Edmonds, 2023; Robbins and Judge 2019, pp.35–721). Robbins and Judge (2019) suggest that leadership now need to take a contrasting purpose to the method of retro or “classical” change management and how it is administered (Robbins and Judge 2019, pp.620).
In a recent pilot study conducted by the researcher on a leading  Welsh manufacturing organisation as to  why employees leave their jobs and the motivation behind the decision-making process, revealed that the subject organisation in the eyes of its employees,  had disconnected with many aspects of modern-day leadership (Babbitt and Edmonds , 2023;Byrnes, 2024; Day, 2014, pp.1–868.
Literature describes  the effect on the retention of new hires within many organisations and the chain of events that can affect the moral and consideration of more historical employees in their motivational aptitude to work (Maslow, 1943, pp.5–38; McGregor, 2005, pp.3–256; Robbins and Judge, 2019, pp.35–721; Ryan and Deci, 2000; Sherwood-Martin, 2024; Stroud, 2017, pp.4–57; Wachira, Karanja and Iravo, 2018; Westley and Mintzberg, 1989; Woods and West, 2015, p.348).
The issues described by many leaver interviews from organisations chronicle a multitude of issues including distancing of the leadership team by many of the managers in the way that they consociate with their teams leaving a feeling of dejection and ostracisation (Wachira, Karanja and Iravo, 2018; Westley and Mintzberg, 1989; Woods and West, 2015, p.348).
Most surprisingly it was also determined that there are no other studies of this nature recorded anywhere in academia, which make this research subject of great consequence to those involved in recruitment strategies.
By first looking at the determinants  of disconnected leadership by using a simple Route Cause Analysis (RCA) or Critical Event Analysis (CEA), a structure can identify the problems that need to be worked on. RCA/CEA is the term used when there is an issue that needs to be solved, according to Latino, Latino and Latino (2019) there are many confusing myths and obfuscations surrounding this subject however by following the five step RCA model  and building a comprehensive asset strategy using the RCA or CEA method “it can be used to form the basis of any plan” Root cause analysis surmises that it is simpler and not as time consuming to identify prospective issues before any implementation of any plan (Han, 2024; Gavetti and Ocasio, 2012; Latino, Latino and Latino, 2019 P. 19; Percarpio, Watts and Weeks, 2008).
Authors such Gavetti and Ocasio (2012) suggest that by using a behavioural strategy is possible to identify which behaviours managers need to work on to become more efficient leaders (Agarwal et al., 2012; Gavetti and Ocasio, 2012). Literature in this classification dictates that it is these behaviours that can create success or decline for organizations and its overall performance. It can also lead to severe reputational, financial and motivational damage when not handled by the correct style of leadership (Agarwal et al., 2012; Behrendt, Matz and Göritz, 2016; Sherwood-Martin, 2024). 
4.2 [bookmark: _Hlk188472185]Leader or Manager – is there a difference?
Since the first management theory was instigated in 1910 by Frederick  Winslow Taylor (Taylor, 1911) leadership, management styles and theories have evolved inordinately. Subject matter in this area of research is a reflection of the different governmental, environmental and social thought processes of years gone by and the needs of the populace during that era (Agboola and Benmira, 2021; Nancholas, 2023). 
Kotterman (2006) describes the difference between managers and leaders as being                  Leaders are charismatic and admired by the work force or the populace” by comparison managers are often identified as an organisational helmsman who have the task of steering his crew through rough seas by any means necessary, although Kotter (1990) characterises leadership as “a process” and managers “either leading well or not leading at all” which adds more to the ambiguity of the subject matter (Arruda, 2016; Behrendt, Matz and Göritz, 2016; Flint, 2023; Kotter, 2001; Kotterman,2006; Kruse, 2013; Muncaster, 2022).
However, literature indicates that authors agree on the principle that a manager can lead if given the right tools and training to do so (Allport, 1927; Bond, 2015;Arruda, 2016; Byrnes, 2024; Flint, 2023; Kirkpatrick and Locke, 1991; Knight, 2024; Kotter,1990, pp.3–127; Kotterman,2006; Kruse, 2015; Kumaran, 2012; Sherwood-Martin, 2024; Zeleznik, 2004). The researcher describes this distinction  as a table and chairs, the table is the process, and the chairs are the managers who sit in them but use the process to achieve the correct posture and comfort. Kotter (2001) describes this eloquently by annotating that leadership and managers are complimentary in relation to one another, however, they must be provided with the skills to become a leader to achieve the equilibrium and sustainability for this to be achieved. This theory was Widley populated in the mid 70’s by Zeleznik and then further corroborated by Kotter in 1995 (Allport, 1927; Bond, 2015;Arruda, 2016; Byrnes, 2024; Flint, 2023; Kirkpatrick and Locke, 1991; Knight, 2024; Kotter,1990, pp.3–127; Kotterman,2006; Kruse, 2016; Zeleznik, 2004). 
Research suggests that to be a good manager they will need to incorporate a number of skills and personality attributes to be successful. These skills and attributes can be denoted as, communication skills, empathy, coaching, motivation, confidence, transparency, and positivity, mixed with decision-making, time management, active listening, strategy, adaptability, accountability and leadership (Dobbin and Kalev, 2022, pp.113–130). Contrastingly to be a leader authors suggest that the characteristics endorsed are influencing, a visionary, empathy, charisma, communication skills, motivation, inspiration and Strategy(Flint, 2023; Knight, 2024;Samimi et al., 2020). 
4.3 [bookmark: _Hlk188472212]Strategic Leadership
Academics and practitioners cannot seem to accede on the conceptualisation of strategic leadership. Authors such Samimi et al., (2020) describe strategic leadership as “ a practice” that senior management use to enhance an “organisations” competitiveness and to plan for its future (Samimi et al., 2020). While Woods and West (2015) distinguish it as “the vison of organisational leaders”, they also express that “this is the concern of an organisation’s top managers” with little input for managers lower down in an organisation (Woods and West, 2015, p.348). Authors theorise that strategic leadership is not a leadership style but “how” the actionee understands the issue or situation (Andrews, 2022; Kotter, 2001 pp. 85; Samimi et al., 2020). Investigation establishes that a myriad of practitioners and academics relate that strategic leadership is about interpreting situations, seeking and understanding courses of action and selecting the best possible strategies for both the organisation and its employees.  These authors indicate that it is not about a particular style or personality but about the plan that considers all of the potential pitfalls and opportunities (Andrews, Kotter, 2001 pp. 85; Kotterman,2006; Samimi et al., 2020; Zeleznik, 2004 2022).  Literature reflects that strategic management is “a trans-narrative” (Tipurić, 2022 p.55) inasmuch as it overlays so many different parameters and layers which in essence causes it to be difficult to cognises (Byrnes, 2024; Flint, 2023; Kirkpatrick and Locke, 1991; Knight, 2024; Kotter,1990, pp.3–127).
This perplexity is also support by the fact that academics, authors and practitioners propose it is not  something that can be viewed, because strategic management is a visions or idea that emanates from an individual mind (Andrews, 2022; Tipurić, 2022 p.55; Kotter, 2001 pp. 85;Kotterman,2006; Samimi et al., 2020; Zeleznik, 2004). (WC270)
4.4 [bookmark: _Hlk188472237]Philosophies 
A leadership philosophy is a way of thinking and behaving in leadership - its aims and Purpose - according to values and belief systems. A philosophy is like a subtle but powerful compass or behavioural code (Hegarty, 2015). Analysis of the available research in this subject suggests that all leaders and managers should write a leadership philosophy as a personal code of conduct and live by this at all times (Hegarty, 2015; Moores, 2024; Sadri, 2012; Woods and West, 2015). It is also advocated that this code of conduct should be revisited frequently, even more so during the lean times when those in prominent positions need to make decisions on the best course of action to guide the organisation and its people (Hegarty, 2015; Messick, 2006 pp.95). A range of the literature argues  that leadership often abandon these philosophies during times of crisis often failing to think that it is these philosophies that have their created success (Beer, Finnström and Schrader, 2016; Fairholm, 1995; Flanigan, 2017; George, 2011). The resulting counteraction to this behaviour  can be seen as deleterious for the leader with the consequences can be quite precarious. These corollaries can be observed as  a loss of trust with employees, low morale, higher employee turnover, high staff absence, lower production output, loss of clientele and loss share holder trust (Hegarty, 2015;  Giurge et al., 2019 pp 1-11; George, 2011; Messick, 2006 pp.95).
Many organisations at this time juncture are adopting a written code of ethics that are openly displayed to employees, shareholders, consumers, clients and competitors (Böhm et al., 2022; Caldwell and Karri, 2005; Mamic, 2004). Organisations today are under pressure to be open honest and transparent with the way they conduct themselves with in business and the public eye. Media and social media has ability to tell the world what they do every day, and this is reflected by the people who work for them (Dublino, 2019; Craig, 2018; Tapscott and Ticoll, 2012)
[bookmark: _Hlk188472281][bookmark: _Hlk188472525]4.5 Leadership Styles
[bookmark: _Hlk187775615][bookmark: _Hlk187774407][bookmark: _Hlk187774520][bookmark: _Hlk187774548]A leadership style according to evidence  is a narrow and specific behaviour  that is a personal attribute. A leadership style may be strongly influenced by the leader's personality, the aims of the leader or personal agenda, and the relationship they have with their associates and employees. It is, according to Kotter (2001), a description of a leader's behaviours (Kotter, 2001 pp. 85).  Other authors comment that a leadership style is a tool in a leadership models toolkit (Chen and Silverthorne, 2005; Subramanian and Banihashemi, 2024). Investigation into this discussion suggests that to have a better understanding of how leadership and leadership style strategies can be used to support an organisation it is critical to understand each of these styles and when it is beneficial to use them and in what circumstances (Price-Dowd, 2020). For example, authors such as Vugt et al. (2003) indicate that an autocratic leadership style, also known as the authoritarian leadership style,  designed by Kurt Lewin in 1939 as part of his “3 Step Model”(Lewin, 1939) would not be appropriate in a social situation where there are tempestuous emotions (Price-Dowd, 2020; Vugt et al., 2003), it is indicated by practitioners and academics in this dilemma that an “affiliative leadership style”  introduced by Goleman (2001) is potentially more favourable in this environment (Goleman, Boyatzis and Mckee, 2002; Knight, 2024; Price-Dowd, 2020; Vugt et al., 2003). The “autocratic leadership style” is a singular decision-making  power system in which the leader possesses all the power.  There is no communication or sharing of ideas except for the stand-alone leader (Crosby, 2021;Goleman, Boyatzis and Mckee, 2002; Knight, 2024; Nickerson, 2024; Price-Dowd, 2020; Vugt et al., 2003). The affiliative leadership style by contrast represents and encompasses the organisations people. This style of leadership is appropriated as being useful in situations of conflict (Benmira and Agboola, 2021; Derue et al., 2011; Goleman, 2001; Lewin, 1939; Yukl, 1993; Zeerak, 2023).Experts recommend that it  can build bridges between managers and teams and in many cases, it creates a spirit of joint ownership, trust, communication and balance. This style of leadership is often focussed upon when organisations are going through significant changes within it structure or when and organisation needs to change its nature (Babbitt and Edmonds , 2023; Goleman, 2001; Moores, 2024; Muncaster, 2022; Ojokuku, Odetayo and Sajuyigbe, 2012; Robbins and Judge, 2019; Wachira, Karanja and Iravo, 2018; Wahab, Shaukat and Nasir, 2023). The “democratic leadership style” also known as the “participative leadership style” introduced by Lewin (1939) can also be effective in times of significant organisational change. This style of leadership was created as part of the model for behavioural  leadership and is the mid-range behaviour.   Whereas  the affiliative leader’s prime  focus is the people, the democratic leaders focus is communication and negotiation (Barthold et al., 2020; Eagly and Johnson, 1990;Staff, 2024). The negative effect of the affiliative leadership style  is   described as perplexity by the leader when dealing with difficult negative feedback to their direct reports. The democratic leadership style can  be reflected upon as being a slower process, that could lead to discord but does not succumb to the emotional dilemmas of the affiliative leadership style (Barthold et al., 2020; Crosby, 2021; Eagly and Johnson, 1990; Hikmat and Ghorbandi, 2024; Ojokuku, Odetayo and Sajuyigbe, 2012). The last  leadership style in  Lewins trinity is  the Laissez-faire leadership style.  This style of Leadership principally works on the concept that the employee is delegated a task and allowed time to complete the task without the constant supervision of manager. It primarily promotes leadership delegation and decision making to the team members. This style of leadership is seen to be endorsed by those working in creative fields or “think-tanks” where over managing could stifle creativeness or ideas (Iqbal et al., 2021; Skogstad et al., 2007). The dilemmas with this style of leadership can be limited quality control, limited or inconsistent performance, lack lustre motivation and conflict due to the interpretation of the individuals within the team (Heyward, 2022; Iqbal et al., 2021;Goleman, Boyatzis and Mckee, 2002; Lewin, Lippitt and White, 2010; Skogstad et al., 2007). It is described by Heyward (2022) that there are certain leaderships styles that are  “to be avoided”. This author suggests that practitioners who employ a  Laissez-Faire Leader leadership style, which has a hands-off approach, would need to have a great deal of trust in competency of their team (Heyward, 2022; Skogstad et al., 2007). However, Iqbal et al., (2021) argues that this style of leadership is in fact extremely efficacious when dealing with an enthusiastic, disciplined and skilled workforce (Iqbal et al., 2021). 

[bookmark: _Hlk187774584][bookmark: _Hlk187774600]Comparatively the “transformational leadership style” introduced by Downton (1973) then further developed by Burns (1976) is developed around an organisations people in a similar way to the “affiliated leadership style” but specifically looks at the more strategic necessity of improving and implementing frameworks to support management teams (Bass and Riggio,2005, pp.47–56; Jensen et al., 2016; Khanin, 2007; Sarros and Santora, 2001; Stewart, 2006).
[bookmark: _Hlk187774768][bookmark: _Hlk187774793]The transformational leadership style  was further expanded upon by Burns (1978) underpinning the need for leadership to exercise  “ethical and principled” consciousness when dealing with employees. This theory was also conceptualised as a model by Bass (1985) which would allow leaders to measure the success of the implementation when using this style of leadership(Khanin, 2007; Seltzer and Bass, 1990; Stewart, 2006). Similarly, the charismatic leadership style conceptualised by House, (1976) and the  visionary leadership style theorised by Goleman (2002) are  according to some sources closely correspondent of the transformational leadership style(Goleman, Boyatzis and Mckee, 2002; Nasir, Zakaria and Yusoff, 2022; Westley and Mintzberg, 1989; Yukl, 1993).  It is cited by a myriad of author’s that numerous features interlink these similar styles (McLaurin and Amri, 2008).
[bookmark: _Hlk187774816]The transactional leadership style is quite the opposite of these of these leadership style concepts, but at the time of its inception by Weber (1947) this style of leadership would have been considered acceptable if not necessary for economic growth. The transactional leadership style works on the principle that good work is rewarded, and bad work is punishable. It is a carrot and stick approach that could be found in many industrial settings after WWII where governments and international economics struggled to recover (Sarros and Santora, 2001; St. Thomas University, 2014). It suggested by practitioners that this style of leadership is favourable for getting rapid results, however, it is also suggested that it is not sustainable in the longer term as the negative effects on employee morale are harmful and undesirable for organisations. (Jensen et al., 2016; Sykes , 2024;Richards, 2020).
Bureaucratic leadership introduced by Max Weber (1920) is a leadership style that anticipates that an organisation will have a multi layered “hierarchical” managerial structure. Supervisory processes are guided by an interconnected managerial hierarchy formulated from pre-determined frameworks and legal Mandates. The bureaucratic management styles ensures high levels of safety and structure because of the  comprehensive and incremental approach, it determines the  expectations for roles, and responsibilities right from the very beginning. This style of leadership can be viewed in high risk to public health and safety area’s such as  nuclear power plants, the armed forces and hospitals (Riccucci and Saidel, 1997; Weber, 1964 pp.152). The pacesetting leadership style introduced by Daniel Goleman (2001) has some similarities to Visionary, Coaching, Affiliative, Democratic, and Commanding. They all work on principles of emotional maturity and intelligence in leadership styles. The pace setting leadership style also has some contrasting features with the Bureaucratic leadership style wherein they both lead  from the front. Similar to the Bureaucratic leader, the Pace setting Leader  mechanistically sets altitudinous dictates and principles for the employees requiring them to achieve the task or project before the requirement with little support and input for the management hierarchy. This style of leadership sets the cadence without exception and has the expectation of an early non-negotiable conclusion.  Although, it useful in time honoured situations and can identify unidentified problems on initial implementation, research reflects that this style of leadership is detrimental to the employees. Evidence indicates that Pacesetting Leaders have a high rate of stress related sickness and employee burn out within their teams, which in turn contributes to organisational depleted  morale and high sickness absence levels (Goleman, Boyatzis and McKee, 2013, pp.3–248).
The emotional intelligence group of leadership styles focuses on the hypothesis that they use the  ability to be cognisant and emotionally mature enough to determine when and how to use their emotions (Kerr et al., 2005; Lindebaum and Cartwright, 2010; Sadri, 2012).
The Coaching leadership style introduced by Sir John Whitmore (1992) and then utilised  by Goleman (2001) accentuates the necessity, responsibility, “accountability” and engagement  to improve individual participants abilities and competencies. According to research it is stated that this style of leadership focuses on the individual rather than the group and becomes a one-on-one development. To paraphrase a myriad of authors such as Price and Weiss (2013) it becomes a “mentor /mentee” relationship rather than a leader/following relationship. Investigation into the literature reflects that it operates on the leader’s ability to see strengths and weaknesses within and individual’s performance or ability (Bond, 2015; Goleman, 2000; Price and Weiss, 2013 pp.265). This style of leadership presents a high concentration of encouragement and support. This style of leadership is very much favoured in the sporting sector  as it was specifically created to approach for the skills and requirements of induvial team players whilst encouraging all those being coached toward a shared objective or achievement (Bond, 2015; Elibol, 2023; Goleman, 2000; Goleman, Boyatzis and Mckee, 2002; Price and Weiss, 2013 pp.265). If the style of leadership is established and used correctly and emotional contract can be established, and the employee will achieve because of belief and trust in their leadership (Agarwal et al., 2012; Bond, 2015). The contraindications for this style of leadership state that it is time consuming and requires effort and energy by the leader as they continually have to split their time between mentorships  (Elibol, 2023; Goleman, 2000; Goleman, Boyatzis and Mckee, 2002; Price and Weiss, 2013 pp.265).
The essence of Servant Leadership Style, by Greenleaf (1977) is constructed around the innovation that leaders systematically fulfil the function of servant for the organisation and its people. Those leaders who adopt this style of leadership “serve their team and organization first”, creating their personal needs and objectives subordinate. Employees who work in this environment indicate that they feel more valued and listened to by the organisation because servant leadership focuses on serving the needs of others and prioritizes building positive relationships with team (Maslow, 1943, pp.5–38; Ojokuku, Odetayo and Sajuyigbe, 2012). It predominantly aimed are sharing power and enabling employees to grow with an organisation and therefore become more emotionally engaged.  Employees in this environment tend to be more loyal. This style of leadership in predominantly found in charities and not for profit organisations , however,  research describes that this style of leadership is highly beneficial when it is necessary to change the core nature of a company (Babbitt and Edmonds , 2023; Elibol, 2023; Greenleaf, 1977, pp.1–23; Knight, 2024;Kotterman, 2006).
The detriments of servant leadership are that culture, and status equips managers to lead and not serve, therefore leadership would never have cultivated or encountered this  type of management style before. Appropriating this type of leadership style may necessitate a great deal of reflection and an emotionally challenging personal cultural change. It can also be seen as a slow process when decision as being made which can be detrimental in times of crisis. It is also argued by authors that employees may have more responsibility than they are able to carry and because they are loyal will not speak up (Babbitt and Edmonds , 2023; Elibol, 2023; Greenleaf, 1977, pp.1–23; Heyward, 2022; Knight, 2024; Kotterman, 2006; Moore’s, 2024). 
Situational leadership was the concept of  Hersey and Blanchard (1969) it is also referred to as the “the Hersey-Blanchard Situational Leadership Model”. It is evidenced by literature that although many authors refer to  Situational leadership as a style it can be established that this concept cannot be classed as a singular style inasmuch as it uses a blend of contradictory leadership styles to achieve the given aims of any situation (Hersey and Blanchard, 1969 pp.337).  This type of leadership  leans towards being re-active than proactive, but this leader can modify their behaviour to what is needed by their employees and organisation. These are considered the chameleons of the leadership world and  (Hersey and Blanchard, 1969; Kerr et al., 1974 pp. 62; Williams, 2019)
Situational leadership is constructed  on the idea that teams or individuals will be at different developmental levels in different areas of their job. Based on that context, leaders can adjust their approach to help individuals develop specific skills based on that person's unique needs and area of work (Kerr et al., 1974).  One of the obstacles for this type of leadership style is because it deal with situations taking place today, there is no longer term plan in place to support employees with things like development and achievement. It is also considered by authors as not suitable for building longer term relationships and engaging the emotional contract. However, Pasaribu et al. (2022) describes that this is not the case and that leaders who use this style of leadership can achieve this action by “paying close attention to their employees” (Pasaribu et al., 2022)
4.6 [bookmark: _Hlk188472569]Leadership Theories 
Literature describe a leadership theory as “the methodology and approach” or the “how and why” specific individuals can be suitable to grow into being a leader. The prime concern of a leadership theory is  the precise behaviours and traits that an individual should exhibit to become a leader (Day, 2014, pp.1–868). 
During the early 20th century many academics and authors believed leadership traits could be distinguished in very young infants leading to a theory that Leaders were  “born with the traits to influence” (Colbert et al., 2012; Hudson, 2021; Robbins and Judge, 2019, pp.615; Stogdill, 1948). This perspective was more pedagogically known as the “Great Man Theory” which was first introduced by Thomas Carlyle 1894 and then more Widley speculated on by Stogdill in 1948 (Kumaran, 2012; Robbins and Judge, 2019; Spector, 2015). The theory was later debunked by Stogdill as increased studies into behavioural and social science became available to academia due to the advancement of research  in social academia  in the 1960’s. This research concluded that a young child would learn from the people around them, taking on the personality and behavioural traits of parental and peer influences at an early age. Allport (1927) later constructed the “Trait Theory” around the hypothesis of the “Great Man Theory”,  and when studied in comparison it can be viewed as there are few differences between them with exception being that the “Trait Theory” allows for the possibility that a leader can acquire these traits or more specifically that an individual can be prescribed with the skills to become a leader (Allport, 1927; Bond, 2015; Kirkpatrick and Locke, 1991). 
Literature in this area of research indicates that the “Great Man Theory” is still used in certain situations today (Paradise and Rogoff, 2009; Robbins and Judge, 2019, pp.615; Stogdill, 1948). 
During the late 1930’s, Kurt Lewin (1939) established that there were “three individual styles of leadership” that demonstrated and defined a leader’s behaviour and the way the made decisions. These three styles were entitled  “the Authoritarian”, the participative, and the Delegative” leadership styles are better known as “ the Autocratic, the Democratic, and the Laissez-Faire leadership styles” form a trinity that is now referred to as the behavioural leadership theory and are considered to be the first true conceptualisation of modern-day leadership (Benmira and Agboola, 2021; Derue et al., 2011; Yukl, 1993; Zeerak, 2023). The behavioural theory works on the composition of the actions of the leadership and the requirement for the actions taken equal to the outcome of the events short term and long term. The theory also considers what level of employer control is needed for the specific team they are leading. According to research leadership qualities or personal traits are not significant in this theory and therefore is previous situational learnings are not encompassed within its features. (Lewin,1939).  
Research reveals that Weber (1947) conceptualised a theory of leadership that would encourage the employee to work harder to obtain a desire. Weber (1947) called this theory the “the Management theory” which later established itself as  “the Transactional theory”. The theory integrates the “Reinforcement Motivational Theory” (Skinner, 1958) and the “Extrinsic Motivational Theory” (Ryan and Deci, 2000) and can be seen as the prelude to employee motivational theories when the first developed in principle. In simplistic terms it is a punishment and reward theory that encourages employees to achieve results by rewarding them with something they desire, but with added realisation that by not achieving the required results or standard there will be consequences. This theory speculates that the employee is not motivated and needs encouragement.  
The Contingency theory, developed by Fielder (1964) was conceptualised when he had completed an extensive study on “leadership effectiveness” (Wong-MingJi, 2013pp 149). The contingency theory of leadership is  described as “contingent” or dependent  on the style of leadership being harmonious with the underlaying situation and how ineffective they are in others. Literature in this field states that the theory hypothesises that there are three “contingency variables” which are reflected as “a good leader to team relationship, ability and capacity of the group’s skill infrastructure , and how much authority the leader holds with something described as the “Least preferred Co-worker” or LPC. It generally relies on the principle that the leader has the capacity to be diverse and can switch between styles when needed very much like the Situational leadership (Hersey and Blanchard 1969). According to Wong-MingJi, (2013) it uses the “Middle Range Theory” (Merton, 1968) which applies “practical theories that have the direct applicability in specific situations or settings” (Merton, 1968, pp.448–458; Moniz, 2010;Wong-MingJi, 2013).  This invariably changed a myriad of perceptions in the field of social encouraging academics and practitioners to look for a more specific and tailored endeavour rather than a universal “one size fits all” concept (Kerr et al., 1974; Moniz, 2010; Peters, Hartke and Pohlmann, 1985; Wong-MingJi, 2013 pp.149).
It cited by a myriad of academics that the contingency theory of leadership is disappointing in that is does not generally consider why some leaders are effectual in distinct circumstances and others are deficient. The theory is also criticised for its insufficient exploration of  culture with regards to an organisation’s hierarchical leadership substructure and the relationship between the leaders and employees, inasmuch as it assumes “everything is lovely in the garden” (Kerr et al., 1974; Moniz, 2010; Northouse, 2021, pp.111–123; Peters, Hartke and Pohlmann, 1985; Wong-MingJi, 2013 pp.149).
[bookmark: _Hlk188472608]4.7 Leadership Models 
Navigating the field of research into leadership models and leadership styles is ambiguous as there is some disorientating  information where a leadership style is considered a model, subsequently research in this area is somewhat indistinct (Kotter, 1990, pp.3). Research identifies that there are over one hundred different recognisable models in existence at this time that can be used by leaders to build a strategic leadership team. These models all have merit in their application for the right situation with authors indicating that it is the ability of the management team to adapt when new situations or paradigms develop. It is often in these times that a break down in strategies can emerge and when even the best laid plans can go off track. It is suggested during these circumstances that often more than one plan should be in place and a new leadership style be circumnavigated in this transitional period (Andrews, 2022; (Avolio and Bass, 1995; (Bass and Riggio, 2005, pp.47–56; Behrendt, Matz and Göritz, 2016; Greenleaf, 1977, pp.1–23; Kotter, 1990, pp.3–127).
A leadership model provides a process or framework for learning, applying, and adapting leadership for given groups, organizations, or situations. According to practitioners  a leadership model is comparable to a 'how-to' framework, a toolkit or a process, which   allows leaders to have a theoretical framework for how best to manage employees. Research states that a leadership style is characteristic or personality a leader could use as a tool or step in the model to support the  framework. In some of the models there are areas of the model that can be used to measure the  success of the event as part of the framework (Benmira and Agboola, 2021).
By examining some of the leadership models available the researcher found that a myriad of alleged models were in fact not theoretical frameworks and did  not fit the overall characteristics for a model as described by academics and scholars (Russell and Stone, 2002; Sternberg, 2007).
Because of constraints on the wordage of  this literature review, the  researcher has selected three models which academics and authors  acknowledge as being constructed as theoretical leadership models that fit the specific criteria of an archetypical model (Russell and Stone; 2002;Sternberg, 2007). 
Historically Lewins 3 step model  is in the world of leadership is said to be iconic. This model is one of the oldest recognised contemporary models for leadership. When the 3-step model was originally developed by Lewin in 1947 it was not established as a tool for organisational change, it was principally developed to combat the  “social conflict” of the time junction(Hussain et al., 2016). Attributable to the model’s simplicity and  straightforward application organisations established that this model could be applied in other areas and was discovered to be extensively successful when implementing organisational change. The model and framework acted as a step-by-step guide for leaders so that even the newest member of the team was aware of what they were doing (Bakari, Hunjra and Niazi, 2017; Burnes, 2004; Burnes, 2019; Coulter, 2021; Hussain et al., 2016; Cummings and Worley, 2014, pp.1–55).
The model is made up of 3 steps that the organisational employees need to take. Step 1. is to unfreeze the subject or people that need to change by making them liquid or movable, this is done by implicating that the change needs to happen, Step 2. Make the change and step 3. Refreeze the employees in the new roles or change. The model is unusual for this time period on the basis that it is a people-based formula that puts employees at the forefront of the change. The transition is communicated to the employees and there is an expectation of involvement of the employee when the change process occurs. There is also a presupposition and purpose for the leaders to communicate with their teams. According to practitioners the simplicity, practical nature and versatility of this model still make it one of the more dominant models in its field. Some authors argue that its simplicity that can be seen as the debasement for this model as there is not enough detail to accomplish the desired effect (Burnes, 2004; Burnes, 2019; Coulter, 2021; Cummings and Worley, 2014, pp.1–55; Hussain et al., 2016).
[bookmark: _Hlk188472852]The Hersey and Blanchard Model or Situational leadership model was first introduced as a concept in 1969. The model conceptualisation was produced in 1974 after an overwhelming success of their book. According to authors this concept describes that there is no correct or incorrect approach when dealing with organisational events and situations and that all leaders should be able to assume the principles  or adapt to the situation accordingly.  It is suggested that leadership obligations and challenges should be related to the “Leadership contingency theory” which is the “leadership style should comply with the needs of the event or situation” as conceptualised by Fiedler (1964) (Merton, 1968, pp.448–458; Moniz, 2010;Wong-MingJi, 2013).  
The model comprises of four leadership styles to cover most situations within the organisation. The delegating leadership style is used when working with highly qualified and skilled team members who are trusted to make decisions and carry out tasks as a team and individually. The supporting leadership style is a more a higher mid-range level of leadership where the leader can expect some of the employees to need less directions but more instruction on how to complete the task. The coaching level of model is for team members who wish to elevate their skill levels or simply have catching up with others to do. This is a mid to lower level of style of management where a lot of input and feedback is needed with an augmented support structure. Finally, the directing style of leader is for employees that have little knowledge and skill within the organisation. The leader is required to be highly directive and less supportive with this group (Peus, Braun and Frey, 2013; Schermerhorn, 1997). 
The model is relationship based and assumes that the leader already has an acceptable interrelationship with the employees which is not always the circumstance.  It is also realised that this type of model is not suitable for environments where the tasks are repetitive for instance a factory or manufacturing organisation because of the nature of the work. Practitioner also state that situational leadership is dependant on the manager making the right decisions and assessing the level of maturity of the employee. Because of the relationship basis some opinions of bias maybe formed (Nicholas , 1985; Peus, Braun and Frey, 2013; Schermerhorn, 1997). 
Fiedler’s (1964) Contingency model is similar to the situational leadership model inasmuch as its principle is that the style of leadership must fit the occasion. Where it is found that the situational leadership model is based around the 4 styles in the process model, the contingency model suggests that the leader’s personality and behaviours during situations that are the important factors in this model (Beach and Mitchell, 1978; Fiedler, 1964; Rice and Kastenbaum, 2010).  The model reflects there are two specific areas in the model, the relationship orientated leader,  and the task orientated leader. Fielder then introduced the LPC which is the least preferred coworker scale. He suggests if you are relationship-based leader then you would be nigh on the LPC scale and a task-oriented leader you would be low on the LPC scale. This model also interjects that there is no correct or incorrect way to lead but there is emphases on the relationship orientated leader producing higher levels of output and morale. The LPC theory works on the leader imagining their relationship with the least preferred coworker and how the leader rates that relationship.  It is also suggested that to improve that score that getting to know the LPC can be beneficial but very time consuming if you have a lot of LPC’s. However, literature argues that both of these leaders can be great at their jobs inasmuch as employees do not all want or need the same thing (Beach and Mitchell, 1978). 
Authors argue that relationships are not a stable and can change at anytime therefore the scale is flawed, in contrast fielder states that the relationship and task measure are stable. 
Research reflects that this model is overly complicated and not easily understandable, it does not provide an in-depth framework which is difficult for leaders to follow (Baird and Thomas, 1985; Mitchell et al., 197; Nohria and Khurana, 2010, pp.3–769);Shala, Prebreza and Ramosaj, 2021).
5.0 Literature  Review Conclusion
Research into the subject of leadership has continued for over a hundred years with many of the early theories making a full circle of becoming unpopular and suddenly becoming popular again (Benmira and Agboola, 2021). While investigating this literature review the researcher discovered that there are many different opinions about leadership styles, theories, philosophies and models (Beer, Finnström and Schrader, 2016; Bond, 2015; Chen and Silverthorne, 2005; Hegarty, 2015). It is also evidenced that key leadership styles are more prominent when political climates  change or new governments come into  power as this reflects on the mental emotional attitudes of employees (George , 2011; Giurge et al., 2019). By this be evidenced that political social awareness can influence the cadence of the leadership and style.
In a historical context the literature has reflected the realisation that leadership behaviour is the key to making a success of a situation or the destructor that could cause the event or situation to fail (Chen and Silverthorne, 2005; Goleman, Boyatzis and Mckee, 2002; Greenleaf, 1977, pp.1–23; Hegarty, 2015). It is evidenced by the research that the ability to change an organisations culture by using leadership styles can be achieved but as concluded it is difficult and requires work. Authors identify that  the resistance in the leadership team to this change is the biggest challenge (Babbitt and Edmonds , 2023; Moores, 2024; Muncaster, 2022; Ojokuku, Odetayo and Sajuyigbe, 2012; Robbins and Judge, 2019, pp.35–721).  The phycology behind this states that it is difficult to face up to your faults and to become someone  you are not. It is also concluded that many leaders do not believe their present style is incorrect (Babbitt and Edmonds, 2023; Robbins and Judge 2019, pp.35–721). This is  supported by literature that concludes there is no incorrect style of leadership, however leaders need to be adaptable and flexible in all situations when needed (Merton, 1968, pp.448–458; Moniz, 2010;Wong-MingJi, 2013.
All though not easily recognised many of theories are integrated and infused by principal elements of other leadership and management theories as part of the  core construction. This can be  perceived to be contradictory and inconsistent (Baird and Thomas, 1985; Mitchell et al., 197; Nohria and Khurana, 2010, pp.3–769. There is also a sense of general confusion around what is regarded as a model, theory or style with some of literature using the incorrect context which in itself can be seen as causing a surplice of ambiguity Russell and Stone, 2002; Sternberg, 2007). Because of this situation it is unsurprising that many of the practitioners have returned to using the simpler models with less complex frameworks (Agarwal et al., 2012; Gavetti and Ocasio, 2012). These can be easily adapted for others to follow.  There is also an argument for building a framework to suit the needs of the organisations, some of the current literature reflects that this has now become a common practice in project management. 
From the evidence created through this literature review is clear that a plan to reconnect leadership and people within a working environment is possible. It is evident that HR would need to be the facilitator and owner of a strategic plan of action where all of the management team who need to take part. By creating a joint ownership project and introducing some key change management process and upskilling workshops it could be beneficial to both the organisation, by having better trained and developed managers, and the management and leadership team who would be more fulfilled and skilful in their role.
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