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Leadership theories are a phenomena that have been advanced by an interest in various historical, political, and organizational leaders and the desire to identify the characteristics and behaviors that these leaders exhibited.  Leadership is a quality that is difficult to describe. Many associate leadership with a position of power and authority. However, leaders are also people who think and act creatively in non-routine situations—and who set out to influence the actions, beliefs, and feelings of others. According to Bennis (1998), leaders are people who are able to express themselves fully. “They also know what they want, why they want it, and how to communicate what they want to others, in order to gain their cooperation and support……. They know how to achieve their goals (p. 3).”  But what is it that makes someone exceptional in this respect? Studying the lives of people who have been labeled as great or effective leaders will show that they have very different qualities.  By understanding the characteristics of the leader, their successes and failures, as well as the political and work environment they faced, the modern day employee can hope to replicate this success. This paper will review the literature on specific aspects of the classical model of leadership—the identification of traits and behaviors in leadership—in order to better understand these notions and any issues or challenges associated with each
. 
Surveys of leadership traits reported that many studies identified personality characteristics that appear to differentiate leaders from followers. The basic idea was that if a person possesses certain traits she or he will be able to take the lead in very different situations (Stogdill, 1974; Gardner, 1989; Sadler, 1997). For example, Gardner (1989) studied a large number of North American organizations and leaders and concluded that there were some qualities or attributes that suggested that a leader in one situation could lead in another. These included the following (1) physical vitality and stamina; (2) intelligence and action-oriented judgment; (3) eagerness to accept responsibility; (4) task competence and need for achievement, (5) understanding of followers and their needs; (6) skill in dealing with people and capacity to motivate people; (7) courage and resolution; (8) trustworthiness, decisiveness, self-confidence, and assertiveness; and (9) adaptability and flexibility. However, according to Wright (1996), other studies found no differences between leaders and followers with respect to certain personality characteristics, or found that people who possessed these qualities were less likely to become leaders. 
One issue with listing certain leadership traits is that the researchers often assumed that there was a definite set of characteristics that made a leader – regardless of the situation (Stogdill, 1974; Gardner, 1989; Sadler, 1997). In other words, they thought the same traits would work on a battlefield and in the staff room of a school. They minimized the impact that a particular situation or context may have had on the leader (Sadler, 1997) and tended to mix some very different qualities. For example, some of Gardner’s (1989) qualities were aspects of a person's behavior, some were skills, and others were related to temperament and intellectual ability.  Therefore, it was difficult to determine an individual’s potential for leadership when he or she had some, but not all, of the qualities. On the other hand, the list may not be exhaustive and it is possible that someone might have other leadership qualities that are not included on the list. To address this issue, researchers have tried looking at what combinations of traits might be good for a particular situation (Stogdill, 1974; Wright, 1996). For example, Stogdill (1974) suggested the possibility of linking clusters of personality traits to success in different situations. He pointed out that the possession of certain traits is not as determining of leadership as the interaction of personality and social situations
. 
As the early researchers ran out of steam in their search for traits, they turned to explaining what leaders did - how they behaved (especially towards followers). This inspired efforts directed at identifying and developing behaviors that were most appropriate to each combination of leader, follower, and situational characteristics (Wright, 1996). Different patterns of behavior were grouped together and labeled as styles, and various schemes designed to diagnose and develop people’s style of working appeared (Wright, 1996; Sadler, 1997). Despite different names, the basic ideas were very similar. According to Wright (1996), the four main styles that appeared were: (1) Concern for task - Here leaders emphasize the achievement of concrete objectives. They look for high levels of productivity, and ways to organize people and activities in order to meet those objectives; (2) Concern for people - In this style, leaders look upon their followers as people - their needs, interests, problems, development and so on. They are not simply units of production or means to an end; (3) Directive leadership - This style is characterized by leaders making decisions for others - and expecting followers or subordinates to follow instructions, and (4) Participative leadership - Here leaders try to share decision-making with others. Often, we find two of these styles juxtaposed in books and training materials. For example, concern for task is set against concern for people, and directive is contrasted with participative leadership. Many of the early writers that looked to participative and people-centered leadership argued that it brought about greater satisfaction amongst followers (Wright, 1996). However, as Sadler (1997) reported, there were lots of differences and inconsistencies between studies and it was difficult to say that any one style of leadership was significant in enabling one group to work better than another. 
This review described two elements of the ‘classical’ view of leadership, along with brief discussions of the challenges associated with them. The review shows how researchers have searched for special traits that describe leadership and how that journey transformed into a quest for understanding leadership behaviors.  With each of these elements, the researchers focused on traits or behaviors only, but did not take into account the context or setting in which a particular leadership style was used. Therefore
, more studies should be done to understand how the environment plays a role in successful leadership. Is it possible that the same style would work as well in a gang or group of friends, and in a hospital emergency room? The research would likely find that the styles that leaders can adopt are far more affected by those they are working with, and the environment they are operating within, than had been originally thought. In many ways, leadership theories build upon the work of earlier theorists so our understanding of leaders and leadership will continue to improve as refinements are made to existing models.  The beneficiaries of all this research and written theory are those individuals that learn and apply what is learned in their work environments or in their daily lives to situations outside of the workplace.
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�Wonderful introduction and clear explanation of your thesis and focus for the paper!


�Excellent use of the references to support and build your discussion of the classic leadership model. You reveal here a superb skill in weaving references together in an analytical fashion that flows clearly and provides direct support for your thesis.


�Nice closing remarks here – to emphasize these final points, I would start a new paragraph. I generally suggest that writers adhere to 3-5 sentences per paragraph so as to maintain focus and ensure that the readers only has to focus on one main idea per paragraph. This is just a suggestion, not a criticism of your work here. Given how well you have discussed and supported your focus, you have an excellent writing style and strong command of the important analytical and synthesis skills that will serve you well as you move forward in your doctoral studies. Grade: 20/20





