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In this report the author starts by defining leadership, although after much research realises that there is many definitions of leadership. Following this the author looks into different styles of leadership such as transformational and transactional leadership. 
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Describe leadership. Who are the leaders? How do leaders act? Some of the most essential inquiries in leadership studies are those mentioned above. They resist having definitive answers, like all basic questions. Each one unlocks a world of difficult, intricate, and engaging discussion and practise. The study of leadership has made matters more complex rather than simpler, but in a way that offers increasingly nuanced and sensitive ways of comprehending leadership as a component of collective behaviour in group and organisational contexts. To create the groundwork for navigating the murky waters of leadership practise, it is helpful to quickly review the historical trajectory of leadership studies before turning to the dialectics of particular leadership styles.
As there are leadership theories, there are likely just as many definitions of leadership. Additionally, there are as many leadership theories as there are psychologists that work in this area (Fielder, 1971)
It may be simpler to define leadership as a behaviour than as a concept. A widely accepted, precise definition of leadership doesn't yet exist, and it might never be found, given the complexity of leadership and the scrutiny it receives (Day, 2012)
Kotter offered an alternative perspective on leadership in 1988. It is "the process of moving a group (or groups) in some direction by primarily non-coercive means," according to his definition (Kotter, 1988). Kotter contends that coercing followers is not effective leadership since subordinates should lead by example. Not all scholars, nevertheless, concur with his distinction. Kellerman claimed, for instance, that using force is also leadership (Volckmann,2012).
A traditional way to understand leadership has been to highlight the successes of great leaders and describe leadership as the result of their deeds and behaviours. Since history was traditionally taught as a chronicle of the accomplishments of (often male and frequently military) leaders, such as Alexander the Great, Julius Caesar, Admiral Lord Nelson, and George Washington, this view has come to be known as the "great man" theory. These historical leaders have been joined by more conciliatory ones like Mahatma Gandhi, Martin Luther King, and Nelson Mandela. But what in these individuals enables them to be so 'great'? Did they possess leadership abilities that others could learn or develop? (Gosling, et.al 2012)
How about the goal of fostering leadership in both men and women? Or, to put it another way, is leadership a characteristic that every person must possess, or are political and cultural factors also at play in determining who has the opportunity to lead and whose leadership is recognised?
The first theories of leadership frequently concentrate on the traits and behaviours of a few exceptional, successful leaders. The importance of followers and group dynamics, the contextual character of leadership, and the connections between leadership and management are the main topics of today's leadership studies. Other modern theories, such as perspectives on "distributed leadership," "quiet leadership," "soft leadership," "authentic leadership," "aesthetic leadership," "narcissistic leadership," "spiritual leadership," and "toxic leadership," view leadership as a dynamic process involving many people as opposed to seeing it only as emanating from a single person. The behaviours of groups of people—leaders and followers alike—working together to attain common goals, in group and inter-group connections, are seen in modern leadership studies as a dynamic, delicate, nuanced process. Some also draw attention to the distinction between "formal" and "informal" leadership, which has implications for power and involvement (House and Baetz, 1979) Brief explanation of these below.

	Great Man Theories
	based on the idea that extraordinary people who are intended to lead are born with these abilities. As leadership was predominately male and frequently military until the late twentieth century, the use of the term "man" was taken for granted. Few people bothered to look for leadership examples outside of these fields.

	Trait Theories
	In order to pinpoint characteristics or abilities that seemed crucial to effective leadership, trait theories examined successful leaders and key leadership moments. From A for ambition through Z for zeal for life, they were adverbs denoting primarily positive human behaviours. A large portion of the trait theory studies shared characteristics such as maturity, confidence, breadth of interest, intelligence, and honesty. Traits were viewed as defining qualities of the individual. In recent years, attention has switched from descriptions of personality traits to examples of what people can actually do. As a result, qualities are frequently called competences.

	Behaviourist Theories
	These theories, which are still seen as being helpful today, focus on what leaders really do rather than their traits or talents. Different behavioural patterns are noticed and classified as "styles of leadership," which are then debated by working managers. These "styles" include calm leadership, servant leadership, and charismatic leadership, among others.

	Situational Leadership
	According to this theory, which is still quite prevalent today, a leader's actions depend on the circumstances under which they are being used. Certain circumstances can call for an autocratic approach, while others might call for a more participative one. Additionally, it implies that depending on follower preparation, different leadership styles may be needed at various levels within the same business.

	Contingency Theory
	This is a more sophisticated variant of the situational perspective that places more emphasis on determining the situational elements (contingencies) that most accurately forecast the optimum leadership style to use in a given situation.

	Transactional Theory
	With a focus on the reciprocal gains resulting from a type of "contract" whereby the leader provides prizes or recognition in exchange for the dedication, devotion, and efforts of the followers, this approach emphasises the significance of the relationship between leaders and followers.

	Transformational Theory
	This article's main idea is that leadership can modify the behaviour of his or her followers by exerting effects that have an effect on their personal development and growth. Although they are commonly compared, transactional and transformational leaders are not incompatible.


(House and Baetz, 1979)

As we've seen, the trait approach and the "Great Man" thesis were both developed in an effort to pinpoint the essential traits of effective leaders. The goal is to isolate and pinpoint essential leadership attributes so that those who possess them can be sought out, chosen, and appointed to positions of leadership. The issue with the characteristic approach is that there is no consensus on what these features are; approximately as many traits have been identified in research projects as studies have been conducted. The results of the various trait studies have not generally been consistent, but some traits have been found to be more prevalent than others, including technical skill, friendliness, task motivation, application to task, support for group tasks, social skills, emotional control, administrative skills, general charisma, and intelligence. The most extensively researched—and most difficult to describe and quantify—of these has tended to be "charisma." (Stogdill, 1974)
Examples of Traits and Skills below.
	Traits
	Skills

	Adaptable to situations
	Clever (intelligent)

	Alert to social environment
	Conceptually skilled

	Ambitious/Achievement orientated
	Creative

	Assertive 
	Diplomatic and tactful

	Cooperative
	Fluent in speaking

	Decisive
	Knowledgeable about group task 

	Dependable 
	Organised (administrative ability)

	Dominant (in influencing others)
	Persuasive

	Energetic 
	Socially skilled 


(Stogdill, 1974)
One example that the author has seen in their workplace, that demonstrates trait theories of leadership is the way in which the owner of her workplace approach all employees. The owner, is a well established business owner in the hospitality industry owning 3 high end successful restaurants within Swansea. His traits are what make his businesses successful. He is a very approachable leader; he is flexible and full of charisma allowing employees to have their own input into the running of the business. He is an honest leader, constantly motivating and driving his workforce forward which gives his employees the confidence they need to fulfil their work role.  This brief example shows that by having a leader that has positive traits can affect the way in which employees work. Through a shared vision and the want to perform together as a unit, it allows for all to have personal responsibilities and to work towards the goal together. 
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Existing theories of leadership are primarily concerned with the definition of roles, the objectives of followers, and the methods employed by leaders to praise or punish followers' behaviour (Bass, 1985). Only the basic and constrained interactions with followers in transactional leadership were explored. Bass proposed a distinct viewpoint known as transformational leadership to explain how leaders persuaded followers to go beyond self-interest in order to attain high levels of performance and success for their group and organisation. Based on findings from investigations conducted between 1985 and 1990, Bass and his colleagues further developed their theory of leadership, which included four transformational leadership elements, three transactional leadership factors and one non-transactional laissez-faire leadership component (Avolio & Bass, 1991; Bass, 1998, Hater & Bass, 1988).
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Why do some leaders inspire competent performance from their followers while other leaders elicit outstanding effort and results is a question that Bass (1985) addresses. Of course, the distinction is made by transformative leadership. According to Marzano, Waters, and McNulty (2005), transformational leadership entails the capacity to effect change. A "convincing vision that attracts trust, dedication, and acceptance of the expected and necessary change" has been described as this type of leadership (Velasco, Edmonson, & Slate, 2012). Onorato (2013) discovered that transformational leadership was the predominate type of leadership.
The four elements of transformational leadership - idealised influence, inspirational motivation, intellectual stimulation and individualised consideration.
The employees' perception of the boss as a role model helps to build idealised influence. The transformative leader sets an example for others to follow in terms of their behaviour, work ethic, and motivation. A transformational leader accomplishes this by living out their basic principles, displaying their risk-taking prowess, and acting ethically.
Another essential component of the transformational leadership style is the capacity to inspire and motivate the workforce. The transformative leader might use inspirational motivation by involving the staff and exhibiting expertise and abilities. A leader can inspire others by setting an example of open communication and modelling the ideals of honesty and integrity. Employee tasks are guided by the organization's vision and expectations, which enables them to achieve their objectives. A leader can inspire their team members to go above and beyond the call of duty by using inspirational motivation.
The leader incorporates staff in decision-making processes and grants them autonomy through intellectual stimulation. The two main elements of intellectual stimulation are challenging employees and demonstrating empathy. Employee problem-solving skills are challenged, as are employees' preconceived notions, present worldviews, and current skill sets by transformational leaders. The leader must frame the job being done to stimulate the mind.
Transformational leaders find out what inspires and motivates their team members and use that knowledge to inspire and encourage them. Leaders must show genuine interest in their staff members as part of the process known as "individualised consideration." One-on-one meetings, observation, and—most importantly—retaining an open line of communication are all ways to attain customised consideration. Individualized consideration guarantees that all workers are involved in the decision- and change-making processes. Transformational leaders are able to utilise employees' unique abilities, skills, and knowledge by taking each person into account in order to accomplish the organization's vision and purpose (Boyd, 2022)
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The foundation of transactional leadership is the marginal enhancement and preservation of performance quantity in an exchange or bargain relationship. Transactional leadership, according to Bass (1985), is behaviour that is based on rewards and penalties. With an emphasis on outlining positions, task requirements, and expectations for followers, transactional leaders create goals that will be accomplished. Thus, they promote mutual dependency and encourage compliance while decreasing opposition and rewarding contributions (Deichmann & Stam, 2015). While a study by Oncer (2013) found no correlation between transactional leadership and the innovativeness or risk-taking aspects of entrepreneurial orientation, Cheng, Yang, and Sheu (2014) claimed that transactional leadership is favourably connected with middle-level managers' inventiveness. The power distance, corporate culture, structure, and individual feelings of psychological empowerment may all contribute to the inconsistent results.
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An autocratic leader never permits staff decisions, and the leader is typically highly remote from personnel, according to Ardichvili and Kuchenke (2010) and Egwunyenga (2010). It is a type of leadership that is imposed on a company; it is also known as coercive leadership (Baughman, 2008). Autocratic bosses make decisions; however staff feedback may be requested during the process but is rarely taken into account. Typically, autocratic leaders rarely take input from their subordinates and instead make decisions based on their own opinions and assessments. Full authority control over the workforce is a hallmark of autocratic leadership. Few or no group members participate in decision-making; group leaders prescribe all working practises; and group members are rarely trusted with significant duties or decisions are some characteristics of autocratic leadership. In some circumstances, such as when decisions must be taken rapidly without advising a big group of people, autocratic leadership may be advantageous (Maqsood, Bilal and Baig, 2013)
Although autocratic leadership can be effective at times, it can also lead to inaction on many instances. For this reason, leaders that overuse this style of leadership are frequently seen as dictatorial. The adoption of an authoritarian style can prevent businesses from coming up with innovative ideas because the employees are unable to contribute because they are not considered (Northouse, 2015). Autocratic leadership has been under heavy fire in recent years, and studies have shown that these firms tend to have greater employees’ turnover rates than other businesses (Cherry, 2015) In this literature, there are examples where autocratic leaders use intimidation and sanctions to persuade their workforce. They also don't trust their workforce and don't allow them to participate in decision-making.
According to Fred Fiedler, authoritative leaders can be considered effective in some work scenarios because they can alternate between consideration and brutality, depending on the nature (Leonard, 2018; Men, 2010). When working in unstable working groups with reliant co-workers, this leadership style might be used to finish tasks that are urgently needed. This leadership approach performs well in the beginning and produces positive outcomes. Cherry (2015), however, suggested that if this style of leadership conduct is used for a long period of time without taking into account the level of human resources and the requirement for associate independence, it becomes a limiting factor in the growth of the firm. Additionally, using it is appropriate when you have all the necessary knowledge to address the issue, you have a limited amount of time, and your crew is highly motivated. To conclude, creative problem-solving is prohibited by autocratic leadership styles. Therefore, leaders should develop the ability to employ restraint when managing their institutions. The use of an autocratic approach in the workplace can occasionally be successful.
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Democracy is traditionally seen as a form of government in which authority is often vested in the people through a method of voting in which each member is given the right to one vote. However, representation has come under fire for not having sufficiently "democratised" engagement in all types of endeavours since it is believed that representatives have failed to adequately reflect the social, economic, and even moral interests of their people (Bloomfield et al., 2001; Dryzek, 1990). Therefore, participatory forums have been promoted, promoting the idea that rulings should be the result of fair and reasonable thought and consideration among citizens or those participating in the decision making, actions, and policies at hand. These forums fall under categories like deliberative democracy or civic engagement (Fishkin, 2002). These forms themselves have drawn criticism for a variety of reasons, including their unfeasibility, time requirements, and discriminatory control by particular groups.
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