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JUST! FIVE DISTINCT LEADERSHIP STYLES
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ABSTRACT

Fast changing business environment is a major factor in new emphasis on leadership. However, it is found that there is no consensus on definition of leadership
among scholars. Definitions vary in terms of emphasis on leader abilities, personality traits, influence relationships, cognitive versus emotional orientation,
individual versus group orientation and appeal to self versus collective interests (Bass, 1990a, Yukl, 1994). Similarly, there are many types of leadership styles
identified by leadership models, leadership theories and various scholars. Important leadership styles identified by the researches are Autocratic leadership style,
Bureaucratic leadership style, charismatic leadership style, democratic leadership or participative leadership style, laissez-faire leadership style, people-oriented
leadership/relations-oriented leadership/ human relation leadership style, servant leadership style, visionary leadership style, task-oriented leadership style,
transactional leadership style, transformational leadership style, abusive leadership style, ethical leadership style, primal leadership style, entrepreneurial
leadership style, holistic leadership style, Transcendental leadership style. In this study attempts are made through literature survey to find out interrelationship
among various leadership styles and limitations of some of the leadership styles. It is found that transaction leadership, transformational leadership, servant
leadership, abusive leadership and ethical leadership are distinct in nature and need focus for study and understand them to develop the right leadership style for
developing right environment for the success of the organization in present cut throat competition in local and global market.

KEYWORDS

Abusive leadership, Ethical leadership, Transactional leadership, Transformational leadership, Servant leadership.

INTRODUCTION
ast changing business environment is a major factor in new emphasis on leadership. Whereas in the past, managers were expected to maintain the
status quo in order to move ahead, new forces in the marketplace have made it necessary to expand this narrow focus. The new leaders of tomorrow
are visionary. They are both learners and teachers. Not only do they foresee paradigm changes in society, but they also have a strong sense of ethics and
work to build integrity in their organizations. *
For the last twenty years, the topic of leadership has become popular among scholars. Considerable research on this topic has appeared in the literature
(Dansereau & Yammarino, 1998; Avolio & Yammarino, 2002). However, there is neither comprehensive understanding of what leadership is, nor is there an
agreement among different scholars on what good or effective leadership should be. Also, there is no consensus on definition of leadership among scholars.
Definitions vary in terms of emphasis on leader abilities, personality traits, influence relationships, cognitive versus emotional orientation, individual versus
group orientation and appeal to self versus collective interests (Bass, 1990a, Yukl, 1994).
Literature review highlights that the term” Leadership” is defined in various ways by different scholars. Some define Leadership as reciprocal process (Barrow,
1977; Cartwright & Zander, 1998 and Hollander, 1985) and some other define it as a transactional process (Burns, 1978; Hollander & Julian, 1969; and Pigors,
1935) while Bass (1985) and Bass et al. (1987) define leadership as a transformational process and Grimes (1978) calls it as a cooperative process.
Important leadership styles identified by the researches are Autocratic leadership style, Bureaucratic leadership style, charismatic leadership style, democratic
leadership or participative leadership style, laissez-faire leadership style, people-oriented leadership/relations-oriented leadership/ human relation leadership
style, servant leadership style, visionary leadership style, task-oriented leadership style, transactional leadership style, transformational leadership style, abusive
leadership style, ethical leadership style, primal leadership style, entrepreneurial leadership style, holistic leadership style, Transcendental leadership style.
During research survey, it is found that there are many interrelatedness among various leadership styles e.g. Burns (1978) covers bureaucratic style under
transactional charismatic and ethical leadership under Transformational leadership styles. In view of this, an attempt is made in this study to identify the
interrelationship of various leadership styles, limitations of some of the leadership styles and identify exclusive leadership styles which are important for study in
present business scenario.

LEADERSHIP

A leader is an agent of change, and progress is about change. In the words of Robert F Kennedy, 'Progress is a nice word; but change is its motivator.” Leadership
is about raising the aspirations of followers and enthusing people with a desire to reach for the stars. For instance, Mahatma Gandhi created a vision for
independence in India and raised the aspirations of Indians. A leader has to raise the confidence of followers. He should make them understand that tough times
are part of life and that they will come out better at the end of it. He has to sustain their hope, and their energy levels to handle the difficult days the leader has
to create hope. He has to create a plausible story about a better future for the organization: everyone should be able to see the rainbow and catch a part of it.
(Narayan Murthy, 2005). >

There is no consensus on definition of leadership among scholars. Definitions vary in terms of emphasis on leader abilities, personality traits, influence
relationships, cognitive versus emotional orientation, individual versus group orientation and appeal to self versus collective interests (Bass, 1990a, Yukl, 1994).
Barrow (1977), Cartwright & Zander (1998), Hollander (1985) define Leadership is a reciprocal process. Any aspect of the leader, group member or setting can
influence and be influenced by every other variable in the system. An interactional view assumes that leadership is a fluid, dynamic process involving continual
adjustments among the three elements Leadership is a transactional process (Burns 1978, Hollander & Julian 1969) and Pigors 1935). The leader/member
relationship is a form of social exchange; leaders and group members trade their time and energy in exchange for valued monetary and social rewards. Bass
(1985), Bass et al. (1987) elaborate that leadership is often a transformational process. The transformational leader increases group members’ motivation,
confidence and satisfaction by uniting members and changing their beliefs, values and needs. Grimes (1978) explain that the leadership is a cooperative
process of legitimate influence than sheer power.

A few leaders understand the significance of influence of their leadership style on the performance and satisfaction of their employees. Leaders control both
interpersonal and material rewards and punishments that shape employee behavior and influence the employee’s performance, motivation, and attitude. They
can affect an employee’s self-image and resulting potential in either a positive or negative way by being supportive, fair, and encouraging, or unsupportive,
inconsistent, and critical. In addition, they can even affect an employee’s health and energy level by creating a stimulating work climate or one filled with tension
and fear. The influence of a leader’s style reaches greater proportions as the effects on individuals begin to have a cumulative effect on group performance.
There are some variables other than a leader’s style that affect employee performance and satisfaction. But, the potential consequences of a leader’s style
should be understood and not be underestimated (Warrick, 1981).
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LEADERSHIP STYLES

Leadership styles are crucial to success. We find ourselves taking leadership roles at one point or the other in our lives. We can easily find leadership in the world
of business, sports, religion, and politics and even at home. Some are leaders are successful and others are not. Some get respect and others are not.
Surprisingly some of the successful leaders do not get respect rather people hate them. This depends on kind of leadership style adopted by a person. From
Mahatma Gandhi to Jack Welch and Martin Luther King to Rudolph Giuliani, there are as many leadership styles as many leaders. Fortunately, business people
and psychologists have developed useful, shorthand ways of describing the main leadership styles that can help aspiring leaders to understand and adapt their
own styles and leadership impact (Murari and Gupta, 2009).

LEADERSHIP STYLES IDENTIFIED IN LEADERSHIP MODEL, LEADERSHIP THEORIES, BY VARIOUS SCHOLARS AND LITERATURE
REVIEW

A leadership model refers to a theoretical construct which may have been derived from one philosophy or resemble the approach espoused by a selected
philosopher, or which may have been derived from various philosophies. There are six important models of leadership are: Burns Model; Greenleaf Model;
Bennis and Burt Model; Kotter Model Kouzes and Posner model and Rost Model.

There are various leadership theories. These are Man Theory; Trait Theory; Behavioral Theories (Role Theory and The Managerial Grid); Participative Leadership
(Lewin's leadership styles and Likert's leadership styles); Situational Leadership (Hersey and Blanchard's Situational Leadership, Vroom and Yetton's Normative
Model and House's Path-Goal Theory of Leadership) ; Contingency Theories (Fiedler's Least Preferred Co-worker (LPC) Theory, Cognitive Resource Theory and
Strategic Contingencies Theory ) ; Transactional Leadership ( Leader-Member Exchange (LMX) Theory); Transformational Leadership (Bass' Transformational
Leadership Theory, Burns' Transformational Leadership Theory and Kouzes and Posner's Leadership Participation Inventory).*

Rao and Rao (2000) attempted to identify the impact of three different leadership styles namely benevolent or paternalistic style, critical style and
developmental style on the learning climate generated in the organization as perceived by 48 top level managers in a company. He identified Autocratic
leadership, Bureaucratic leadership, Charismatic leadership, Democratic leadership or Participative leadership, Servant leadership, Transactional leadership and
Transformational leadership styles.

Warrick (1981) identified four types of leaders viz. Human Relations Leader, Democratic Leader, Laissez Faire Leader and Autocratic Leader.

NiCarthy et al. (1993) identified a number of abusive leadership styles in workplace research. Unfortunately these counterproductive styles are still present in far
too many organizations today.

Grace (1990) * based on his formal leadership research and personal passions around faith and identified Ethical leadership style.

Goleman (2002) identified primal leadership style which refers to the emotional dimension of leadership. Orlov (2003) identified Holistic Leadership and defined
it as being able to lead from the mind, the heart, and the soul. Kotelnikov (2005) brought the concept of Entrepreneurial leadership which is based on the
attitude that the leader is self-employed.

Concept of transcendental leadership was discussed by many scholars. Transcendental leadership can be portrayed as a spiritual relational process in the
postmodern spiritual workplace (Biberman &Whitty, 1997; Fry, 2003; Fry et al., 2005; Cardona, 2000; Sanders et al., 2003). Liu (2007) explains that
transcendental leadership with high internal locus of control extrinsically, intrinsically, and transcendentally motivate employee and thus is more effective than
transactional leadership and transformational leadership in motivating employee in the uncertain age.

Servant leadership views a leader as a servant of his/her followers. It places the interest of followers before the self-interest of a leader, emphasizes personal
development and empowerment of followers. The servant leader is a facilitator for followers to achieve a shared vision (Greenleaf, 1977; Spears, 1998; Laub,
1999; Spears and Lawrence, 2002).

Various leadership styles identified through literature review are as follows:

a)  Autocratic leadership

b)  Bureaucratic leadership

c)  Charismatic leadership

d) Democratic leadership or Participative leadership

e) Laissez-faire leadership

f) People-oriented leadership/ Relations-Oriented leadership/ human relation leadership

g) Situational leadership

h)  Servant leadership

i) Task-oriented leadership

j) Transactional leadership

k)  Transformational leadership

1) Abusive leadership

m)  Ethical leadership

n)  Primal Leadership

o) Entrepreneurial leadership

p)  Transcendental leadership

INTERRELATIONSHIP OF LEADERSHIP STYLES

Literature survey reveals that there is Interrelationship among various leadership styles. Most of the leadership styles have interrelationship with Transactional
and transformational leadership styles. Or in other words, they are subset of these leadership styles.

Burns (1978) proposed the theory of Transactional and Transformational leadership. Transactional leadership occurs when one person takes the initiative in
making contact with others for the purpose of exchange of valued things. Contrast with this is transformational leadership where leaders and followers raise one
another to higher levels of motivation and morality. He explains that various names are used for transformational leadership like exalting, uplifting, preaching,
exhorting, evangelizing. Transformational leadership ultimately becomes moral in that it raises the level of human conduct and ethical aspiration of both leader
and led

Transactional leadership is a process of social exchange between followers and leaders that involves a number of reward-based transactions. The transactional
leader clarifies performance expectations, goals, and a path that will link achievement of the goals to rewards. The leader also monitors followers' performance
and takes corrective actions when necessary (Graen & Cashman, 1975; Burns, 1978; Graen & Scandura, 1987; Hollander, 1993; Yukl, 1994; Bass, 1996).
Transformational leadership occurs when a leader inspires followers to share a vision, empowering them to achieve the vision, and provides the resource
necessary for developing their personal potential Transformational leaders serve as role models, support optimism and mobilize commitment, as well as focus
on the followers' needs for growth (Bass & Avolio, 1988, 1994a, 1994b; Bass, 1996).

LEADERSHIP STYLES RELATED WITH TRANSACTIONAL LEADERSHIP STYLE

Many leadership styles are found to be related with transactional style such as bureaucratic leadership and autocratic leadership. Burn's describes five different
types of leaders among the Transactional leadership styles, (Burns 1978):

a)  Opinion Leaders - those leaders with the ability to sway public opinion.
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b)  Bureaucratic Leaders - those that hold position power over their followers.
c)  Party Leaders - leaders that hold political positions or titles in a particular country.
d) Legislative Leaders - political leaders that are at work behind the scenes.
e) Executive Leaders - often described as the president of a country, not necessarily bound to a political party or legislators.
TRANSACTIONAL LEADERSHIP AND BUREAUCRATIC LEADERSHIP
The bureaucratic organization seems to be the product of conscious decision by leadership to organize human and material resources for carefully defined goals.
They have actual and formal authority to do so. It focuses on consistency, predictability, stability and efficiency more than creativity. (Burn, 1978). Bureaucratic
Leaders hold position power over their followers and it is a form of transactional leadership.
TRANSACTIONAL LEADERSHIP AND AUTOCRATIC LEADERSHIP
Autocratic leadership is an extreme form of transactional leadership, where leader has absolute power over his or her employees or team. Employees and team
members have little opportunity for making suggestions, even if these would be in the team or organization’s interest. Most people tend to resent being treated
like this. Because of this, autocratic leadership usually leads to high levels of absenteeism and staff turnover. For some routine and unskilled jobs, the Style can
remain effective where the advantages of control outweigh the disadvantages. *
LEADERSHIP STYLES RELATED WITH TRANSFORMATIONAL LEADERSHIP STYLE
Transformational style is found related with many leadership styles such as charismatic leadership, ethical leadership, democratic, participative, task oriented or
relation oriented leaderships and Transcendental leadership. These styles along with their inter-relations have been discussed in following Para.
TRANSFORMATIONAL AND CHARISMATIC LEADERSHIP
Burns' theory describes five types of transformational leaders including:

a) Intellectual Leaders - transforms society through clarity of vision.

b)  Reform/ moral Leaders - changes society by addressing a single moral issue.

c)  Revolutionary Leaders - brings about changes in society through sweeping and widespread transformation.

d) Charismatic Leaders - use personal charm to bring about change.

e) Ideological Leadership- dedicate themselves to explicit goals that require substantial social change
The concept of charisma has fertilized the study of leadership. The term itself means the endowment of divine grace. It has taken different but overlapping
meanings: leaders’ magical qualities; an emotional bond between leadership and led; dependence on father figures by the masses; popular assumption that a
leader is powerful, omniscient, and virtuous; imputation of enormous supernatural power to leaders; and popular support for leaders verging on love. Heroic
leaders- in contrast with the leaders who merely enjoying popular favour — usually arise in societies undergoing profound crisis. Gandhi is an example of this kind
of leadership (Burns, 1978).
TRANSFORMATIONAL LEADERSHIP AND DEMOCRATIC, PARTICIPATIVE, TASK ORIENTED OR RELATION ORIENTED LEADERSHIPS
Transformational leadership can be directive, participative, task oriented or relation oriented depending on situation or based on their characteristics (Bass,
Avalio and Goodheim, 1987)
A study carried out by Fernando et al. (2007) to find out the relationship among transformational leadership style with traditional leadership styles revealed that
there is very high correlation between transformational leadership style and relation oriented (r=0.85), transformational and democratic leadership (r=0.81),
transformational and task oriented leadership (r=0.77).
TRANSCENDENTAL LEADERSHIP- AN EXTENSION OF TRANSFORMATIONAL LEADERSHIP
Transcendental leadership can be viewed as a field of inquiry within the broader context of workplace spirituality (Fry, 2003). Transcendental leadership uses
values, attitudes, and behaviors (altruistic love, hope/faith, vision) to intrinsically motivate followers, thus increase followers’ senses of spiritual survival, i.e.,
calling (life has meaning, make a difference) and membership (interconnection , be understood, be appreciated), and the resulting positive organizational
outcomes (Fry,2003; Fry et al.,2005). Transcendental leadership taps into the fundamental needs of both leader and follower for spiritual survival and aims to
improve the spiritual development of both the leader and followers (Cardona, 2000; Fry, 2003; Sanders et al., 2003).
Without desire to manipulate others, transcendental leaders addresses the weakness of transformational/charismatic leadership by providing the motives
behind a leader’s practices, that is, altruistic love, a sense of wholeness, harmony and well-being produced through care, concern, appreciation of both self and
others, and authentic selfless concern for people, and thus help followers feel powerful and enabled to make decisions, accomplish work, and lead on their own
(Fairholm, 1996; Fry, 2003; Kakabadse et al., 2002).
In addition, transcendental leadership is a “visioning process”, an “ethical process that reflects requirements for legitimacy for both leader influence and
follower empowerment to facilitate value congruence”(Fry, 2003, 2005). Therefore, transcendental leadership is both follower centered and leader-centered
process. Transactional, transformational, and transcendental leadership are located in nested hierarchy, with the transcendental leadership incorporates and
extends the former two (Cardona, 2000; Sanders et al., 2003).
Fairholm (1996) suggested that transactional, transformational, and transcendental leadership can be ranked along a continuum from managerial control to
spiritual holism. Here seems to be an emerging orthodoxy in the literature favoring a blend of transactional and transformational leadership (Bryant, 2003;
Gellis, 2001; Hoyt and Blascovich, 2003).
ENTREPRENEURIAL LEADERSHIP — AN EXTENSION OF TRANSFORMATIONAL LEADERSHIP
Transformational leaders create adaptive, entrepreneurial, innovative and flexible organizations. Their personal and professional image makes it possible for
them to successfully lead people in such an environment, i.e. to stimulate changes and to realize them successfully (Tichy and Devanna, 1986).
Tarabishy et al. (2003) explain that entrepreneurial leadership is one of an enterprising, transformational leader who operates in a dynamic market that offers
lucrative opportunities. The entrepreneurial leader has the following transformational leader dimensions, using Sashkin (1995) definition of transformational
leadership. They have clarity, communication, consistency, caring, creating opportunities, self-confidence, power need and its use, and vision. The entrepreneur
part of entrepreneurial leadership is the ability to recognize opportunities in a dynamic market. Although the concepts of entrepreneurship and leadership are
found universally, much still needs to be learned about how they are affected by the context in which entrepreneurial leadership occurs.
Transformational leadership provides long-term vision to entrepreneurial endeavors by bringing meaning to disconnected activities. Transformational leadership
also supplies a healthy motivational counterbalance to the instrumental focus of transactional leadership by engaging members of the new venture on a basis
that extends beyond parochial self-interest. Supplying inspiration, vision, and deeper meaning through transformational leadership promote incremental
contributions through effort beyond the call of duty (Burns, 1978).

LIMITATION OF SOME LEADERSHIP STYLES

Primal leadership style has some controversial issues and laissez faire leadership style is a non active leadership styles. The limitations of these leadership styles

are discussed in following Para.

PRIMAL LEADERSHIP STYLE AND CRITICS

Goleman et al. (2002) identify four behavioral domains important for leadership:

. Self Awareness. This includes the ability to read oneself to know his/her emotions and recognize their impact on others, know his/her limitations and
strengths, and have a good sense of his/her capabilities.

. Self Management. This domain encompasses having emotional self control, being honest, adaptable, and driven to improve performance and meet
standards of excellence, and possessing initiative and optimism.
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. Social Awareness. Leadership requires empathy and sensitivity to others' emotions, taking interest in others, organizational and political awareness, and a
willingness to serve the needs of both customers and employees.

. Relationship Management. Success in this domain rests on his/ her ability to guide and motivate others, to influence people and help them develop, and
to serve as a catalyst for change, manage conflict, and forge the bonds required for effective teamwork and collaboration.

Goleman et al. (2002) feel that very few people are excellent in all four domains but successful leaders are very competent in at least two or three. Different

situations require different types of leadership. Sydney (2002) argues that this seems like common sense, but the dynamic range of most managers is rather

limited.

Sidney (2002) disagrees with Goleman et al. (2002) to put people before strategy. He believes that one should consider them in parallel with strategy as the

leaders need a balance between emotional intelligence (the personal, behavioral side of leadership) and functional intelligence (the vision, knowing the market,

decision making, judgment, etc.) in order to do their job effectively. If someone spends all his time building teams and rallying the troops but ignoring business

strategy, then how would he know in which direction is the organization going? And what type of people he needs to get the goals?

Sidney (2002) argues that the perspective of primal leadership is getting progressively more academic and psychological and less pragmatic and there are very

less data to support several claims made by Goleman at el. (2002). He further elaborate that, to succeed, leaders need more than the traits discussed by

Goleman at el.(2002); they must also know and be able to apply the business fundamentals and practical mechanics required to thrive in a real work

environment.

Johnson (2002) suggests that leadership community should reject the claim that emotional intelligence is a key to a leader’s effectiveness. Such assertions strike

a discordant note because they lack a solid conceptual and logical foundation. Controversy surrounding El begins with debate over the concept’s legitimacy as

they are not independent of cognitive ability and personality.

LAISSEZ-FAIRE LEADERSHIP STYLE — NON- ACTIVE LEADERSHIP STYLE

Bass et al. (1997) conceptualized a third type of leadership, laissez-faire leadership other than transactional and transformational leadership, which was

hypothesized to occur when there is an absence or avoidance of leadership. In this case decisions are delayed, and reward for involvement absent. No attempt is

made to motivate followers, or to recognize and satisfy their needs (Bass & Avolio, 1997). Laissez-faire leadership is classified as the absence of leadership. This

sedentary approach to leadership includes behaviors such as ignoring problems and needs, an inability to recognize followers’ achievements and an overall lack

of responsibility for management duties (Bass, 1996; Yukl, 2006). This category of leadership is described as the most ineffective and passive form of leadership

(Avolio, 1999).

A laissez-faire leader is the non-exiting entity as a leader. In this leadership style, the leader avoids making decisions, relinquishes responsibility, and does not

use his or her full authority (Antonkis, et al., 2003). With this style of leadership, the leader willfully decides not to take action. Therefore, the laissez-faire

element of leadership is a passive and ineffective style of leadership (Block, 2003).

SITUATIONAL LEADERSHIP STYLE - A MIX OF LEADERSHIP STYLES

Hersey and Blanchard (1969) explain that the situational leadership model rests on two concepts:

i. Leader effectiveness results from using a behavioral style that is appropriate to the demands of the environment;

ii. Leader effectiveness depends on learning to diagnose that environment.

The fundamental keystone of the Situational Leadership Theory is there is no single "best" style of leadership. Effective leadership is task-relevant and that the

most successful leaders are those that adapt their leadership style to the Maturity of the individual or group whom they are attempting to lead or influence.

Maturity of follower means the capacity of the follower to set high but attainable goals, willingness and ability to take responsibility for the task, and relevant

education and/or experience of an individual or a group for the task. It means that the effective leadership varies, not only with the person or group that is being

influenced, but it will also depend on the task, job or function that needs to be accomplished (Heresy and Balnchard 1977).

Successful leaders adapt recognizing that there is no one best leadership style to use for all situation. Various situations call for the leader to adapt their

leadership style (Blanchard, Zigarmi, & Nelson, 1993). Hence, it is necessary that leader should adopt a suitable style based on the situation. The key factor to

being successful at adaptation is that leaders know when to use a particular style of leadership. Situational leaders have an instinctive ability to distinguish when

it is best to lead by consent and when it is necessary to make decisions independently based on the situation, time, and people involved. The amount of

guidance a leader gives, the depth of relationship support the leader provides, and the degree of preparedness of the follower must be acknowledged by the

leader (Lowell, 2003). Degree of difficulty of the task and the employee’s developmental level are the two other factors that the situational leader should

consider when deciding on a leadership style. The developmental level judges the employee’s competence and commitment to perform a particular task with

little to no supervision (Blanchard, 1991).

Situational leadership focuses on the task and relationship behavior of the leader and follower. Task behavior involves the specifics of the task such person to

whom the task is assigned, what, how and when needs to be done. Relationship behavior creates more of a dialogue about the task between the leader and the

follower (Nahavandi, 2000). Situational leaders fine-tune their style based on the competence and commitment of their followers.

DISTINCT LEADERSHIP STYLE

From above discussion, following five leadership styles can be considered as distinct leadership styles

a)  Transactional leadership style

b)  Transformational leadership style

c)  Abusive leadership style

d)  Servant leadership style

e)  Ethical leadership style

TRANSACTIONAL LEADERSHIP STYLE

Transactional leadership concept is developed based on two primary factors: contingent reward approach (rewards are provided in exchange for meeting agreed
upon objectives or the ability of followers to perform tasks based on their leaders’ wish) and management-by-exception (the leaders intervene when employees
make mistakes by establishing visible mechanisms to implement proper rules) (Bass and Avolio, 1991, 1993, Howell and Avolio, 1993, Lowe et al., 1996,
MacKenzie et al., 2001). In practice, transactional leadership is equally important as transformational leadership in order to help leaders increase organizational
competitiveness in an era of global competition (Bass and Avolio, 1993, Howell and Avolio, 1993, Pillai et al., 1999).

Based the characteristics identified by Burns (1978), Mackenzie et al. (2001), Cherry (2007), Sisti and Latimer (2007) and Ismail, et al. (2010), the characteristics
of transactional leadership style are

a)  Reciprocative,

b)  Flexible,

c)  Substitute,

d) Adaptive,

e) Volatile,

f) Low emphasis for training,

g) Low trust,

h)  Task oriented (less elation oriented).

TRANSFORMATIONAL LEADERSHIP STYLE
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Transformational leadership is defined as having four conceptually distinct elements: charismatic leadership/idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration (Bass, 1996). Transformational leadership brings higher levels of personal commitment amongst
‘followers’ to organizational objectives and fosters capacity development. According to Bass (1990b) transformational leadership “occurs when leaders broaden
and elevate the interests of their employees, when they generate awareness and acceptance of the purposes and mission of the group, and when they stir
employees to look beyond their own self-interest for the good of the group.” Along with this, heightened capacity and commitment lead to additional effort and
greater productivity (Leithwood & Jantzi, 2000).

Based on characteristics identified by many scholars, common characteristics identified by the scholars and researchers can be taken as characteristics of
transformational leadership (Bass, 1985).Bennis and Nanus, 1985; Schein, 1985; Podsakoff et al., 1996; Avalio, et al., 1999; Leithwood and Jantzi, 1999 and Hay,
2007) are

a) Idealized influence ( leader becomes a role model),

b)  Inspiration motivation (motivation, team spirit),

c) Intellectual stimulation ( creativity and innovation)

d) Individualized consideration (mentoring)

SERVANT LEADERSHIP STYLE

Recently, the concept of servant leadership has been introduced to the leadership literature. Robert Greenleaf, the founder of the Greenleaf Center for Servant
Leadership, conceptualized the idea of the servant leader. In his vision, the leader is first seen as a servant to others. The servant assumes a non-focal position
within a group, providing resources and support without an expectation of acknowledgement. Through repeated servant behaviors, these individuals eventually
emerge as pivotal for group survival and are thrust into a leadership position. (Greenleaf, 1977; Spears and Lawrence, 2002). Servant leadership views a leader
as a servant of his/her followers. It places the interest of followers before the self-interest of a leader, emphasizes personal development and empowerment of
followers. The servant leader is a facilitator for followers to achieve a shared vision (Greenleaf, 1977; Spears, 1998; Laub, 1999; Spears and Lawrence, 2002).

The following ten characteristics defined by Spears (1998) are considered the most acceptable characteristics of the servant leadership

a) Listening to what is said (and not being said).

b)  Empathy towards others and assuming their good intentions.

c)  Healing oneself and others.

d)  Awareness of self and seeing issues from a systems perspective.

e) Persuading others, not coercing through compliance.

f) Conceptualizing and balancing this with operational issues.

g)  Foresight to understand the past, the present, and the future.

h)  Stewardship by holding in trust our institutions for society.

i) Developing People personally, professionally, & spiritually.

j) Building Community within institutions and among

ABUSIVE LEADERSHIP STYLE

Alison Starratt et al. (2010) found that there are three emotional responses on abusive leadership viz. Feeling hopeless, Feeling humiliated and Feeling anxious.
Jacques (1995) feels that a mismatch between organizational roles and the capabilities the leaders can lead to a manipulative abuse of personal power, resulting
in a highly toxic and unpleasant environment. Wyatt and Hare (1997) emphasis that leaders or managers who lack personal power misuse their legitimate role
power by becoming abusive. These are driven by their insecurity and fear.

Characteristics of abusive leadership identified by Sheehan (1996), Hughes, et al. (1999), Ashforth (1994), Whittell (2005) and Starratt et al. (2010) are as follows:
a) Insincerity

b) Low self esteem

c)  Verbally Abusive or harassing

d) Arrogance

e) Interpersonal Insensitivity

f) Remorselessness

g) Impatience

h)  perfectionism

i) Unreliability

j) Parasitism

k)  Unethical

ETHICAL LEADERSHIP STYLE

Trevino et al. (2003) explain that ethical leadership is leadership that is involved in leading in a manner that respects the rights and dignity of others
The character and integrity of the leader provide the basis for personal characteristics that direct a leader’s ethical beliefs, values, and decisions. “As leaders are
by nature in a position of social power, ethical leadership focuses on how leaders use their social power in the decisions they make, actions they engage in and
ways they influence others”. Leaders who are ethical demonstrate a level of integrity that is important for stimulating a sense of leader trustworthiness (Reilly,
2006). Ethical leadership is not the same as transformational leadership. Transformational leaders could be ethical or unethical depending on their motivation.
While ethical leadership is similar to the ‘idealised influence’ dimension of transformational leadership, the moral aspect of ethical leadership is equally
interpretable in terms of transactional leadership (Brown and Trevino, 2006).

Based on the discussion, the characteristics of ethical leadership identified Brown and Trevino (2006), Mowbray (2009) and Rooprai (2010) can be summarizes as
follows:

a)  Non- Prejudicial

b)  Non -discriminatory

c)  Respectful of others

d) Honest (Probity)

e) Transparent

f)  Sound (Integrity)

g) Reliable
h)  Selfless (without self interest)
i) Humble

DISCUSSION AND CONCLUSION

Leadership styles are crucial to success. We find ourselves taking leadership roles at one point or the other in our lives. Leaders who are successful but abusive
do not get respect and subordinates hate them. Also such leaders are harmful for the growth of the organization as an individual they may be successful but
they damage the organization as many knowledgeable persons leave the organization as they can not bear such behaviour (Murari and Gupta, 2009).
Bureaucratic Leadership and autocratic leadership styles are different forms of transactional leadership style. Charismatic, Democratic, Participative, Task
oriented or Relation oriented leadership styles can be considered different aspects of transformational leadership style.
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Transcendental leadership style and Entrepreneurial leadership styles are found to be an extension of transformational leadership styles. Controversy is
attached to the primal leadership style and Laissez-faire leadership style is a non- active leadership style. Situational leadership style is combinational of various
leadership styles used by leadership based on the situation.

Transactional leadership style, Transformational leadership style, Abusive leadership style, Servant leadership style and Ethical leadership style are distinct in
nature. These need to be studied from their influence on various aspects of organizational behavior, culture, effectiveness and suitability for present business
scenario.
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