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Introduction
Leadership is a very critical factor in determining organisational success and flexibility in the increasingly dynamic business climate of today. The different demands and expectations on leaders begin to change greatly as businesses increase in size and complexity. This is shown in the statement of Jamie Dimon, CEO of JPMorgan Chase, in which he indicates the need of leaders to shift their approach to a classic authoritative leadership style to the one that is more supportive and coaching-related. This landmark is essential because the leaders cannot be engaged in all the decisions that are necessary in the organisation as previously witnessed in the growing organisations. Rather, they should enable others and create partnership to maintain effectiveness. This essay shall discuss the leadership concept and its importance, the development of leadership style with changes of scale of the organisation, and the skills that a leader needs to possess in modern business environment. To this discussion, the theory of leadership, models and practical case studies will be presented to reinforce the relevant topic and provide an in-depth insight into the practice of leadership adaptation within growing organisations.
Defining Leadership and Its Importance
Leadership is one of the core areas of organisational success; it shapes a vision, provides an orientation point and directs others to attain shared objectives. According to Northouse (2021), leadership can be defined as the process through which an individual may convince a group of people to accomplish a goal together. On the same note, Yukl (2013) defines leadership as a capacity to influence, motivate and empower people so they can work toward their effectiveness and success of the organisation. Central to leadership, the foregoing definitions lay focus on influence and goal attainment. 
Leadership is something that is much more that merely issuing instructions and controlling current affairs. Leadership helps in innovation, forming powerful groups of individuals and a culture of trust and cooperation. In small organisations, one of the attributes of leadership is the active participation in day to day decisions. As companies become larger, however, leaders find that they need to move to the new role of empowering others, promoting effective interdepartmental communication, and coordinating activities across the departmental lines towards long-term strategic objectives (Goleman, Boyatzis, & McKee, 2013).
Change also requires leadership. As organisations grow they are likely to operate in more complex environments, experience competition and dynamic markets. The leaders should be capable of handling uncertainty, visual exploration, and creating a cultural shift as well as sustaining organisational coherence even on the fronts of rapid growth (Kotter, 2012). In this respect the idea of leadership does not only focus on resources management but rather managing people and attracting people, building talent and developing the organisational culture. 
Moreover, employee engagement and performance have close associations with good leadership. It has been found that among those leaders with more supportive and transformational styles, which are styles that aim at personal growth and a sense of common purpose, both greater proportion of job satisfaction and increased output can be found (Bass & Riggio, 2006). Authoritarian tactics or command-and-control may kill innovation and make cooperation complicated, particularly in more significant, more complicated systems.
The emerging preference to emotional intelligence in leadership also demonstrates the transformations in expectations of leaders emerging lately. According to Goleman (1998), technical skills such as interpersonal, empathy and self-awareness play a more important role in defining the success of leadership than technical skills. This means that leadership is not only required to be tactically gifted but also emotionally and relationship-savvy. 
In brief, leadership is an interactive and multilateral process necessary in organisational growth through guiding and nurturing it. As firms grow, the leader has to change his or her role to accommodate the decentralisation of decision making, teamwork and help create a flexible and fluid workforce.
Evaluating Leadership Style Shifts in Growing Organisations
Leadership style which is necessitated by the expansion of the organisation should change as the organisation grows. Authoritative or directive leadership style might also be correct in the early days of a business. Such a style, which could be alternatively called command-and-control, presents an opportunity to take decisions with a prompt manner, to control operations in a strict way, and to establish a definite direction (Lewin, Lippitt, & White, 1939). The words of Jamie Dimon demonstrate the weakness of this approach in case companies expand and remind that CEOs have no possibility to take part in all decisions in large and more complicated contexts (Whittington, 2023). 
In small organisations, the CEO or the founder tends to have numerous hats on and thus control various functions. Nevertheless, when the structure is stratified and when the workforce is multicultured, this kind of leader style is less efficient and counterproductive. They will become demotivated, lose morale and become unretainable when they do not have their freedom and subsequently when they feel micromanaged, undervalued, or disengaged (Goleman, 2000). Organisations therefore need to move to more participative, coaching or transformative leadership styles that give power to the individual and foster shared responsibility.
A single example of a model that has been referred to extensively to bring out this transition is the Situational Leadership Theory by Hersey and Blanchard. According to this model, there is no one-style of leadership that could be referred to as the optimal one, rather, effective leaders modify their leadership style depending upon the maturity and competence of their followers (Hersey, Blanchard, & Johnson, 2012). Delegating style or participative style is more suitable in businesses that are growing with experienced workers. Leaders go by way of telling to coaching, leaving decision making to the teams, but will be around to advise as and when it is necessary. 
This flexibility comes in handy because leaders have to work with a strategic perspective, unhappy collation, and long term planning other than the daily control of operations. Delegation, inspiration and inability to encourage teamwork are thus at the center-stage of leadership in organisations that are larger in size. 
The increase in the size of the organisations warrants the need to scale up the complexity of the organisational operations as well as the range of needs of the employees within the organisation in leadership style that is more emotionally intelligent and enabling. First of all, the Emotional Intelligence theory proposed by Daniel Goleman focuses on the existence of six styles of leadership: coercive, authoritative, affiliative, democratic, pacesetting, and coaching strategies that should be used in various circumstances. Two of them, the coaching and democratic, are even more applicable in bigger organisations, where talent, innovation, and collaboration among teams should be encouraged (Goleman, Boyatzis, & McKee, 2013).
Coaching leadership change direction aims at helping employees work out their own strengths, thinking about oneself, and establishing the spirit of intuitive learning. It is very useful particularly in organisations that are large and where leaders are not able to be everywhere and they have to depend on empowered teams to take action. In the same fashion, democratic leadership not only considers the input of the employees, which contributes to effective decision-making due to combining intelligence, but also improves morale and ownership (Robbins & Judge, 2021). 
A pertinent example of this is the Google company that has developed a culture of open communication, employee freedom, and creativity under the supportive leadership styles. Google managers are prepared to be coaches instead of bosses and their task is to empower their teams instead of instructing them. The strategy has played a key role in employee satisfactions and innovative advantage of the company (Bock, 2015). 
Conversely, too much top-down leadership and strategic direction may make communication slow or result in in tackiness in large companies. As an example, hierarchical forms of bank organisations have been facing criticisms because they slow down innovation and weakens frontline efforts (Harvard Business Review, 2020). Such difficulties prove the point that leadership should be developed together with organisational development and sophistication. 
To sum up, when a business grows, the role of a leader changes, gradually becoming less of a controller and more of an enabler. The leaders will need to be flexible and emotionally intelligent and able to foster a sense of autonomy, trust, and collaboration, which are the key components in the world of a growing business.
Essential Skills Required by Leaders in Growing Organisations
Leaders need a more refined and extensive range of competencies, as organisations become larger and more complex. Emotional intelligence is one of the most important competencies and it comprises of self-awareness, empathy and the capacity to handle interpersonal relationships in a balanced manner (Goleman, 1998). The skill enables leaders to manage the human nature in bigger teams, solve problems, and establish trust across departments. 
Strategic thinking is another important skill. In smaller companies, the leaders tend to work on operational issues. But with the growth of the organisation they have to think long term as they need to create synergy between vision and resources which are competitive (Mintzberg, Ahlstrand, & Lampel, 2005). It demands skills in reading the complicated data and predicting the trends in the market and to make judgments that can influence the whole company. 
Communication has also proven to be of great essence. The leaders should be capable of designing vision, cross-functional communication and alignment across various working groups. Moreover, there must be delegation and empowerment whereby leaders can delegate and promote team ownership. 
Finally, being adaptable and resilient within a fast changing dynamic environment is a characteristic. Leaders are required to lead change efficiently, work coolly under pressure and change strategy according to the changing organisational demands.
Conclusion and Recommendations
Leadership, in its turn, is a rather dynamic and context-based process that is instrumental in the organisational growth and success. Although an authoritarian style works in small local business, it becomes more and more restrictive as organisations grow and become more diverse. According to Jamie Dimon, leaders need to disengage their role of directing their teams and instead enable, and encourage them. As leadership styles have changed to emerge as coaching, democratic as well as transformational, the leaders find themselves in a position to create an innovative, trusting and autonomous environment that is the main driver of optimal performance in large organisations. 
It is thus advisable that contemporary leaders should spend their resources towards cultivating their emotional intelligence, strategic vision and communication skills. They ought to also adopt a culture of collective action and learning so that team members are motivated to make a significant contribution to the organisational objectives. Leaders should embrace more accommodative and dynamic leadership styles that will enable them to meet the scale challenge without compromising on a resilient, high-performance workforce.
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