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Abstract:
The Welsh Government’s inquiry into the creative industries workforce reveals a thriving screen sector amid post-Covid-19 challenges. However, issues such as staff shortages and skill gaps underscore the need for effective leadership and management. While skills training is acknowledged, there's a gap in comprehensive management education, particularly for employees transitioning into leadership roles. This study examines Welsh screen sector employees' attitudes toward leadership, considering the sector's unique composition of SMEs and freelancers. Utilizing Identity Theory, Implicit Leadership Theory, and Leadership Memes, the research aims to understand how cultural and social identities shape leadership perceptions. Through abductive analysis and the Zaltman Metaphor Elicitation Technique, the study seeks insights into participants' sentiments regarding leadership. The pilot sample, though small, promises rich insights into leadership dynamics. Ultimately, this research aims to inform stakeholders and develop tailored leadership education programs, facilitating the sustainable growth of the Welsh screen industry while honouring cultural identities.

1. Introduction 
The Welsh Government’s Culture, Communications, Welsh Language, Sport, and International Relations Committee is currently running an inquiry into the challenges facing the creative industry workforce in Wales (Senedd Business, 2022). Their evidence suggests that while the arts, culture, and music sectors have not fully recovered from the Covid-19 pandemic, Wales’ screen sector is doing notably well and continuing to grow (Senedd Business, 2023). Ongoing challenges caused by the success of the sector have been noted, including staff shortages, and increases in costs and salaries that have led to “people in roles they aren’t equipped to handle” and “a skipped generation of skills” (Welsh Parliament Citizen Engagement, 2023). Many of these employees may be reluctant leaders and managers, pushed into positions of responsibility or authority they didn’t necessarily aspire to. 
Although there has been an acknowledgement that skills training is needed in the sector (Senedd Business, 2023), the response seemingly focusses on technical skills training as opposed to a more holistic approach that integrates management education for those taking on leadership and management roles. There is a clear gap between this acknowledgement and the understanding of the seemingly reluctant generation of leaders and managers in the Welsh screen sector. Our study responds to the brewing leadership and management issue in the Welsh screen industry by studying the attitudes of those working in this sector. 

2. Literature review 
The Welsh screen sector is loosely comprised of entities working in tv and film, animation and games. Without more specific data, we use the latest, closest available data to consider its size, and this is for the Cardiff Capital Region’s overarching media sector where 96% of media businesses are micro enterprises employing below 5 people (Fodor, Komorowski, and Lewis, 2024). Indeed, within this data almost 40% of those staffing the sector are thought to be freelancers (Fodor et al., 2024). As a subset of this industry, it’s clear that Wales’ screen employees are most likely to be working with the perspective of SMEs or freelancers. This may bring with it additional challenges and opportunities when needing to lead or manage within this growing industry. To gain a clearer view of the issue we aim to interview both current leaders and managers themselves and employees (or freelancers) who could be future leaders and managers.

2.1 Identity Theory
The abundance of publications throughout many decades on the topic of Leadership has resulted in a rich and multifaceted view of what Leadership is, or can be, in different situations (Northouse, 2016). However, one aspect of Leadership that does not readily feature in discussions is the role of Identity. To address this gap, Ibarra et al. (2014) identified three different aspects of Identity that apply to Leadership, namely the theories of Identity, Social Identity and Personal Identity.
Identity Theory, formerly referred to as Role Identity Theory, relates to the roles that an individual is expected to undertake in their lives. These roles are typically assigned to them by society, for example, parent, child, friend, employee, consumer, manager (Burke, 1991; Burke & Stets, 2009; Ibarra et al., 2014; Stets & Burke, 2000). The second aspect, Social Identity Theory, relates to the self-defined groups to which an individual belongs. Belonging to social identity groups usually requires conformity by displaying a certain type of behaviour. Individuals may leave groups voluntarily or may be ostracised for failing to enact expected behaviours. Social Identity groups can include, national identity, professional organisations, political groups, workplace teams and/or friendship groups (Haslam & Reicher, 2006; Hogg, 2018; Ibarra et al., 2014). In relation to Leadership, a person in a position of leadership of a Social Identity group is expected to be a Prototype of acceptable behaviour of that group (Hogg, 2018).  The third aspect of Leadership, Personal Identity, relates to the core values that an individual holds (Iberra et al. 2014). These core values can be, for example, fairness, justice, competitiveness, environmentalism, conscientiousness, and empathy (Burke & Stets, 2009; Ibarra et al., 2014; Stets, 2018). 
Research postulates how the aspect of Identity relates to efficacy-based esteem, Social Identity relates to worth-based esteem and Personal Identity relates to authenticity-based esteem and when brought together they form a self-esteem and a “Complete View of the Self” (Cast & Burke, 2002; Stets, 2018). Whilst some research has claimed that Social Identity is a separate process (Hogg et al., 1995), other research has highlighted that an individual’s identity and their social experience are inseparable due to their integrated nature (Ibarra et al., 2014; Stets, 2018). It is this integrated view of Identity that will be considered for this study. 

2.2 Implicit Leadership Theory
[bookmark: _Int_Vq1wfwJm]How an individual sees themselves is important to the Leadership discussion, however, consideration should also be given to the Leadership perspectives of those who are outside of the aforementioned definition of a social group. How is leadership view by those who are required to follow a manager in the workplace? More specifically, what image of a good leader is held by those who are followers in within an SME?
[bookmark: _Int_tPuz4zth]Implicit Leadership Theory is defined as “the image that a person has of a leader in general, or of an effective leader” and this definition “… allows for the possibility that the respective person applies this image to a target person as a leader, or applies this image to a person previously labelled as leader” (Schyns & Meindl, 2005, p.21). Similar to Social Identity Theory, Implicit Leadership Theory allows a person to take their own view of what is a good leader. However, Implicit Leadership Theory does not require the person to subscribe to the behaviours of the prototype of the Social Identity group and does not involve the threat of ostracism should those behaviours not be demonstrated (Hogg, 2018). Therefore, Implicit Leadership Theory provides a way of describing those who might be expected to follow a leader due to their role but does not require them to follow their behavioural examples. 
Implicit Leadership Theory may also be useful in describing how Leadership behaviours may be understood in a dynamic environment where there are no social group prototypes are present, for example in an SME or an environment with a reliance on freelancers, such as the Welsh screen sector. 

2.3 Leadership Memes
The concept of Leadership has been seen as a fascinating topic since antiquity, and concepts of good and bad leaders have been handed down through generations by way of memes, also known as cultural genes (Zaccaro, 2014). Leadership memes have been found to be mythical, historical and/or fictional and may act as examples for nascent leaders to follow (Rothausen, 2023; Zaccaro, 2014). Four types of Leadership meme have been identified: Leader-warrior; Leader-problem solver; Leader-politician; and Leader-teacher (Zaccaro, 2014). All four Leadership memes are recognised as being male-oriented and their development was USA-centric (Rothausen, 2023; Zaccaro, 2014). This can be problematic in terms of both gender and culture, when women and non-binary people are being encouraged into leadership positions in Wales. 
Although not explicitly mentioned, it could be argued that Leadership memes play a role in shaping the behaviours of the prototype in a social group (Hogg, 2018), and it could be argued that Leadership memes shape the view of an individual of what a leader should be in Implicit Leadership Theory (Schyns & Meindl, 2005). The saying “You can’t be it if you can’t see it” feeds into this idea of cultural examples of leaders, and it is a focus of this study to explore what cultural images of leadership are held by those employed in SMEs in the Welsh screen sector, with particular attention taken to national identity and/or gender. 

3. Methodology 
This is an area where there is currently little extant literature to guide our enquiry and therefore, we will use abductive analysis. Abductive analysis is a methodology that utilises the rich data of qualitative data collection methods but analyses them against a priori knowledge in the form of abductive inferences. Many abductive inferences will be examined and filtered until it is understood what processes are occurring (Timmermans and Tavory, 2022). We will use the Zaltman Metaphor Elicitation Technique (ZMET) to facilitate our data collection. ZMET is a qualitative, interview-based participant-led method which utilises images selected by the participant to unveil participant’s mental models around the topic in question (Coulter and Zaltman, 1994). Through using a carefully chosen mix of open, probing questions designed to stimulate the use of metaphor in speech (detailed by Hancock and Foster, 2020), a large volume of rich data can be gained with even very small sample sizes. 
As part of the interview a montage of the selected images is created jointly between the participant and interviewer to create an overall sense of the topic and the relationships between images, adding montage data for analysis to the existing transcript analysis and individual images (Ramjaun, 2021). The initial question participants will select their images for will be “What are your feelings about leadership and management in the Welsh screen industry?”. We will use probing questions to guide the participants through a discussion where we seek to reveal what attitudes and beliefs they have regarding leadership and management, and how they view it in relation to themselves and their careers in the screen industry. As part of this, we expect to develop and understanding of the barriers that are causing so many reluctant leaders to emerge. 
Our pilot sample will be very small due to the nature of ZMET doing well with small sample sizes, therefore we intend to interview two participants and include their responses into the main sample unless the questions change notably due to issues in the pilot. All of our participants will be either freelancers or working at Welsh screen SMEs. Their data will be taken only with informed consent, and they will be advised of a two-week right to withdraw period following their interviews to enable anonymisation and analysis of the data. Small sample sizes can affect generalisability and we will seek to address this by reflecting on broader trends within the sector and how the data compares to these.

4. Conclusion 
In conclusion, our current work is focussed on understanding attitudes towards leadership and management in the Welsh screen sector. The planned outcome of this work is to help protect and grow the screen industry further by informing stakeholders of the leadership and management education and training that is needed by employees. We also hope to better understand how culture and identity inter-relate and influence the formation of leadership in a dynamic environment. Future research can compare attitudes from this sector to others, but it can also consider regional variations that further highlight the uniqueness of the Welsh context.  
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