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ABSTRACT 
The skepticism of effective leaders is yet a major piece of standard I/O brain research as opposed to some 

recognizable and prominent etiquette from others. Given a review of a research on the trait theory of leadership 

and what is thought of as an idea of expertise, this paper attempts to discover a combination between the leader 

and its traits. The results suggest that people and experts may have comparable characteristics. Despite this, the 

idea of technology includes skill theory. The present paper sheds light on the role of qualities and skills theory 

in the relationship between leadership and teacher. 
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I. INTRODUCTION 
One of the definitions of exemplary leadership is regularly heard, "Leadership is the quality that 

separates untrustworthy managers from great people," further approving the idea because it is essentially a 

delimitation of the literal idea of the policy is that is, the act of utilizing words in a lexical setting, in an alternate 

structure, to depict a connected idea, with the end goal that "leadership," got from the action word "leading," 

obtains the implications of those occupied with the action "managing," or as for the situation above, as the 

consequence of playing out the action as a "director" satisfactorily. In this way, leading and management are not 

only integral; they are basically a similar idea that is used to illustrate the various excerpts of scientific 

classification identified with performance or organizational effectiveness. Together, the two terms "leading" and 

"managing" structure the system for the skills and competencies those are necessary for an individual to drive 

group achievement. Indeed, the ideas of leadership and management are transparencies, particularly depicting 

performance effectiveness inside organizations. 

The discussion of whether pioneering and management are diverse is absolutely fascinating and 

continues to hold the scholarly and corporate tones of many. However, this is a practice in vain. In assessing 

high-performing organizations, it is certain that the ideas of leading and managing are traditional cycles of speed 

of progress. A culture of organizational power is largely based on the pace of change, which expands bunch 

union and commitment to the mission.  

Deeply effective organizations require a culture of strength with people demonstrating the grounded 

narratives of optimism, decisiveness, honesty, and open correspondence. However these qualities are depicted as 

discrete characteristics (leading or managing) of people at various degrees of organization. The time has come to 

surrender to the possibility that leading and managing are specific obligations. This belief communicates self-

daydreaming and fickleness in individuals who consider themselves leaders, and may indicate inaction and a 

dangerous type of dependence in individuals who do not consider themselves leaders, yet only managers. The 

same number of top consulting organizations and performance management researchers have long-term closed 

down, providing, advancing, grooming, and empowering various employees at all degrees of deeply effective 

organizations to more high levels of efficiency. There should be a choice to make. These abilities are essential 

for anyone who needs to achieve results with and for others. Such understanding encourages open doors to 

organizational effectiveness that are more based on results when the principal and managing measures are very 

similar. Being different from leading and managing makes for an extraordinary ontological discussion, yet the 

closed chance that we are progressing towards exceptionally effective organizations is insignificant. In fact, 

leadership and management are very similar within the limits of organizational effectiveness. In the scholarly 

world, personnel and administrators participate in information management. That capacity needs people who 

can accommodate the growth of our ever-changing scholarly organizations. Those who are champions in 

scholarly organizations must be versatile and have visionary characteristics as an alternative to organizing and 

actualizing those visions. A foreman in a mechanical period production line did not really need to think about 

what he was delivering or those who were making it. "The focus was on productivity and taking care of 

business. Respect arises from information on individuals, and when workers are not just gear-teeth in a 

mechanical machine, management and leadership are currently different- Cannot be isolated. Managers involved 

in power are the key leaders of any organization and are portrayed as managers with extraordinary ability and 
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expertise in their dealings with individuals and information and, in that capacity, the key leaders of any 

organization. Managers in power consider their share as equals within that group and within different groups 

within the organization. 

However, power-aided managers can accept leadership, when it is appropriate, and embrace various 

tasks as circumstances warrant. They realize how to send their gifts in a significant way to end assignments that 

add to the power and achievement of the organization and, as a result, show that leaders and managers are 

indeed very similar. 

 

THE RELATIONSHIP OF TRADES AND SKILLS THEORY BETWEEN LEADERSHIP AND 

TEACHER’S 

The focus is on research and the purpose of designing the program is to improve the leadership skills of 

employees and expand their degree of specialization. Though ideas of expertise and leadership are only here and 

the object of comparison and differentiation in human resource development (HRD) and in writing management 

research, a more critical look at their particular human characteristics can help us a better understanding human. 

Elements in organizations. The reason for this paper is to find out the degree of involvement in master and 

leader characteristics in some way. Therefore to fulfill that objective, a review of the major research diary 

articles and books was led by a role on the topics of theory and expertise, the results of which are presented in 

this paper. Discussion of whether leadership is a behavior, a trait, or a skill constant. It began with an emphasis 

on penetrating the characteristics of extraordinary people. Leadership skills were never thought to involve birth: 

leaders were conceived, not created. From a very humble beginning fifty years ago, expertise was built up as a 

research subject, when the fields of software engineering and intellectual brain science began to investigate 

computerized logic and human expertise development in the mid-sixties. As expertise developed, enthusiasm in 

various fields grew, for example, training and medicine began to speculate about acquisition and master 

development information. 

From a very humble beginning fifty years ago, expertise was built up as a research subject, when the 

fields of software engineering and intellectual brain science began to investigate computerized logic and human 

expertise development in the mid-sixties . As expertise developed, enthusiasm in various fields grew, for 

example, training and medicine began to speculate about acquisition and master development information. Then 

again, minimal experimental thought is coordinated to develop regardless of 50 years of work on the subject. 

This absence of experimental evidence may be the fundamental explanation of the slow development of the 

understanding of expertise in the most recent thirty years. The last 15 years, nevertheless, have seen a 

fluctuation in the movement of expertise research, as confirmed by the developing number of peer reviewed 

distributions in the field. In fact, the development of employee expertise is depicted as an important core for 

ever-changing organizations in a highly severe monetary climate today. The quality and life span attribution 

approach of this line of research requires different methods that give a proportion of believability. Out of this 

wealth of research a combination of data has been developed that focuses on the important function of various 

character traits in the leadership cycle. The trait approach is only around the leader, not the supporters or 

situations. This makes the hypothetical approach more explicit in various ways, for example, situational 

leadership or leader member exchange (LMX) theory. Fundamentally, the symptom approach is concerned with 

what the symptoms represent and who are among those symptoms. It does not span a lot of principles or 

standards about what kind of leader is needed in a particular situation or what a leader should do, given a 

specific situation. Or maybe, this method emphasizes that effective leadership is key to being a leader with a 

specific set of traits. It is the leader and his character that are fundamental to the leadership cycle. Researchers 

whose research led to zero leadership discovered comparable leader characteristics. A leader begins to have 

concrete ability, perceptual ability and thinking to improve. Similarly, to lead from a skills standpoint, insight is 

distinguished as a trait that adds to a leader's acquisition of fully complex problem-solving skills and social-

decision skills. Self-confidence is another quality that distinguishes those who are in leadership jobs. It is the 

ability to be sure of one's abilities and skills. It involves a self-appreciation relationship and self-affirmation. 

Leadership involves influencing others and confidence allows the leader to feel that his or her efforts are 

appropriate for the effect. Assurance is the craving for taking care of business and includes characteristics, for 

example, activity, persistence, power, and drive. Once again, this trait is clearly a segment of expertise. 

Friendship is a leader's tendency to discover amazing social relationships. Leaders who show friendship are 

altruistic, proactive, thoughtful, and reconciled. Social leaders have great relational skills, which is how experts 

do.  

Charisma is, in real sense, effortless or a restriction of God. Max Weber took this idea into the domain 

of leadership. He used 'charisma' to discuss self-nominated leaders who are stuck in crisis. Such leaders gain 

influence because they are seen as having extraordinary abilities or blessings that can help individuals overcome 

the suffering that they are in. “Charisma has been focused as a trait and a lot of behaviors. 
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II. DISCUSSION 
Figure 1 characterizes general leadership and expertise and relies on discoveries in writing and 

leadership hypotheses. Sincerely, some characteristics of leadership are attributed in expertise and in other ways. 

Thus, the nexus between expertise and leadership traits is not at all indicative of a false belief. 

 

 
Figure 1: Common Leadership and Expertise Traits and Skills 

 

STRENGTHS OF A TRAIT THEORY OF EXPERTISE 

The proposed specialty approach of specialization has certain properties. To begin with, it is inherently 

attractive. The picture in the well-known press and network everywhere is that experts are an extraordinary type 

of person - a man whose endowment is remarkable. The trait approach is compatible with this discretion 

because it is based on the premise that experts are exceptional, and their distinctions reside in their unique traits. 

In any case, characterizing expertise exclusively with character traits will supersede past research discoveries, 

which confirms that expertise is in the same way a skill, primarily a problem-solving skill. 

The three sections of leadership skills theory are social justice skills, information and problem-solving 

skills, the last two being explicit evidence-based sections of expertise. Specialization may thus have a mixture of 

traits and skills hypotheses, as Stogdill's leadership traits and skills the group recommends have gone with long-

term involvement. Then again, one of the constraints of trait theory is not concrete predictive power. Similarly, 

there were meta-analyzes, multiple symptom investigations, and several conflicting results. Furthermore, it is 

still somewhat blurred as to why the character is related to leadership. Finally, a trait approach may ignore a 

situational specificity.  

For example, if a person is high on any additional work and measure of transparency, is he effective in 

all circumstances? Trait theory experiences troubles in indicating the principle (s) that involve effective 

leadership and needs to clarify the amount of each so that the best can be adapted to different circumstances.  

Despite the fact that the trait approach does not give a complete system of symptoms, it does provide guidance 

regarding which traits are a great idea that on one occasion tries to be an expert. By performing character tests, 

individuals can discern whether they have certain traits important to expertise, and can point to their own 

qualities and shortcomings. 

By taking character tests individuals can pick up understanding into whether they have certain traits 

regarded significant for expertise, and they can pinpoint their qualities and shortcomings. 

Additionally, the trait approach proposes that organizations will work better if the individuals in 

administrative positions have assigned expertise profiles. Additionally, organizations can indicate the 

characteristics or traits that are imperative to them for specific positions and afterward use character evaluation 

measures to decide if an individual meets their requirements.  

Subsequently, a trait evaluation could assist managers with deciding if they have the characteristics for 

a sidelong or vertical move in the organization. It could give people a more clear picture of who they are as 

specialists and how they could find a way into the organizational chain of importance. In territories where sure 

of their traits are deficient with regards to, specialists could attempt to cause changes in what they to do or 

where they work to expand the expected effect of their traits. Eventually, a trait approach gives us a few 

benchmarks for what we have to search for on the off chance that we need to be specialists.  

Accordingly, one should address whether expertise traits and skills can be educated. Similarly as 

whether or not leadership can be scholarly is a matter of semantics, so would it be able to be for expertise. In 

any case, in view of past and current discoveries, the inquiry "would leadership be able to be learned or would it 

be able to be instructed?" would bode well for the idea of expertise. Despite the fact that there is no 

unmistakable answer, a few researchers agree that leadership can be educated, despite the fact that some are 

more explicit in their convictions and state that solitary a few parts of leadership are "workable".  



Role of Traits and Skill Theory in Relationship between the Leadership and Teacher 

DOI: 10.35629/8028-0803058891                              www.ijbmi.org                                                        91 | Page 

Additionally, it is normal that a few ascribes of expertise might be workable and/or might be improved 

through proper training and that a few people may be better prepared to expect master jobs. Some could contend 

that a trait way to deal with expertise may not be specific valuable for preparing and development since people's 

very own credits are to a great extent steady and fixed, and accordingly their traits are not managable to change. 

Skills, in any case, can be instructed. Problem-solving skills, social judgment skills, and information are at the 

center of leadership skills theory and can be scholarly through leadership preparing. Thus, cautious 

determination and evaluation of people might be important before additional creating employee skills through 

preparing. 

 

III. CONCLUSION 
Future research should additionally explore the trait approach yet in addition center around a skills' 

methodology, thus moving the concentration from character traits to skills and capacities that can be learned and 

created. This could additionally affirm or invalidate the premise that specialists can get familiar with the 

information part of expertise and fortify existing definitions for expertise. At long last, extra research is 

expected to see whether other leadership hypotheses could apply to expertise.  

For example, despite the fact that situational hypotheses of leadership have regularly been tested, one 

may keep thinking about whether specialists become specialists just on the grounds that they are at the perfect 

spot at the perfect time. They may end up in an organization that advances or encourages employees' appearance 

of their character traits, for example, extroversion or drive.  

Employees that are unsuspecting and effortlessly intrigued may likewise encompass the alleged 

specialists, henceforth sustaining their master like behavior. Or then again it is conceivable that they develop 

when an organization offers a positive atmosphere for people who show master like characteristics, proof or 

self-upgrade based? In the event that employees can be prepared to become specialists, expertise preparing 

might be seen as the educating of skill sets that can be additionally evolved with experience. Expertise actually 

requires devotion and self-assurance with respect to the understudy. 
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