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Leadership Styles in Organizations
[bookmark: _Toc164207010]Introduction
One of the most relevant phenomena in management is leadership and the specifics of leadership qualities and traits. Leadership can be defined as the ability to encourage, inspire, or motivate others to move with the leader to achieve the objectives of the organization of which they are members. According to Lambert (2020), “Leadership is the process of influencing the activities of an organized group in its efforts toward goal setting and goal achievement. Leadership is the cornerstone of organizational dynamics and profoundly impacts the direction, culture, and performance of teams and companies (Buschlen, Warner, and Goffnett, 2015). Today’s business environment is rapid and complex; as a result, effective leadership is as important as never before. Organizations must deal with uncertain markets, technological disruptions, and altering consumer habits. Leadership is a multifaceted notion, and academic research produces a variety of definitions. Leadership styles vary to a great extent; each style has its distinct features, benefits, and challenges. Regardless of the leadership style, there are situations where leaders require certain traits to inspire and motivate their teams. In this essay, a discussion will be conducted on the leadership styles used in organizations; in particular concerning examples from companies such as Primark (Lambert, 2020). By using the examples of different situations in which leadership styles are transformed, as well as the inclusion of my reflections and experiences based on the theoretical concepts, I hope to gain a greater understanding of the dynamic character of leadership and how it impacts organizational effectiveness. 
[bookmark: _Toc164207011]Transformational Leadership at Primark
Primark, a multinational retailer, can definitively be classified as transformational leadership by the efforts of its executives. Transformational leadership includes raising followers’ motivation and excitement through the presentation of a compelling future vision, devotion to promoting creativity, promoting innovative ideas, and investing in personal growth. Primark fully embodies all the main keys of this style, establishing a culture beneficial for creativity, flexibility, and commitment (Hutchinson and Jackson, 2013).
[bookmark: _Toc164207012]Advantages:
1. Innovations and Adaptability: Transformational Leadership at Primark enforces the culture of innovation and flexibility. Leaders highlight the importance of a better future and prepare their workers to change to address markets before other companies. For this reason, the employees of the retailer immensely improve their creativity and start to analyze new affairs, which consequently helps Primark remain prominent in the market.
2. Employee Engagement: As one of the critical advantages of transformational leaders, elevated employee engagement is present at Primark. The workers in the company actively support and generate new ideas to develop the business, and the management believes these individuals should be engaged in business decisions (Lim, 2017).
3. Organisational Resilience: Primark’s commitment to being a transformational leader resonantly fosters resilience to negative and responsiveness to positive changes in the retail field. Rapid and severe market changes will not be destructive for a flexible company that is ready to alter course at any time. This makes the retailer more suitable for surviving through general economic or technological crises and prevents its demise in the long run (Butler and Herman, 1999).
[bookmark: _Toc164207013]Disadvantages
1. Dependency on Leadership: One of the potential limitations of the transformational leadership approach is that it involves charismatic and visionary leaders. In some cases, employees might become overly dependent on such leaders and become accustomed to waiting for guidance and inspiration from them. This reliance can negatively affect succession planning and the long-term sustainability of the organization. Further, if a charismatic leader leaves, it can lead to a feeling of disillusionment among employees who are now faced with little leadership direction. 
2. Resistance to Change: While the transformational leadership approach reflects the need for change and innovation, as such, change always brings resistance with employees either fearing the unknown or the reduced level of security the change will bring with it. At Primark, leaders need to facilitate a supportive working environment where employees are comfortable voicing their opinions with their concerns addressed (Huq, Chowdhury, and Klassen, 2016). 
[bookmark: _Toc164207014]Transactional Leadership at Primark
In addition to relying on transformational leadership, Primark also appears to find the benefits of transactional leadership, consisting of rewards and consequences linked to performing within the set frameworks. At Primark, transactional leaders find these transactions in the form of setting clear goals for employees, providing them guidance, and rewarding their positive performance and compliance with the set standards. It enables the organization to align each employee’s performance with the desired level of commitment to the company. Minimally effective as a long-term strategy since the approach implies creating a rather rigid work environment (Hamad, 2020). Primark demonstrates transactional leadership as a central style of practicing hierarchical authority. Within the company, the foundation of Primark’s leadership philosophy is task delegation based on well-defined incentives and performance evaluations. In this way, the company’s managers are primarily concerned about efficiency and control over their retail operations. 
[bookmark: _Toc164207015]Advantages

1. Clarity of Expectations: The notion of transactional leadership implies that employees are provided with clear guidelines and expectations, while their performance is contingent upon their ability to meet these expectations. In the context of Primark, transactional leadership helps to ensure that employees clearly understand their roles and responsibilities, while providing an action guide that must be followed to meet expectations and not induce misunderstanding. For Primark, the specific action employees are expected to fulfill includes listening to managers and team leaders, while the expectation is that action would be followed by the staff (Butler and Herman, 1999).
2. Performance-Based Rewards: Transactional leaders at Primark focus on the provision of rewards to employees who were able to provide performance that exceeded the expectations of the company. From the perspective of reward systems, this approach is essential because employees are ultimately rewarded based on their actual contribution to the success of the organization. In the context of the competitive retail industry and Primark, such an approach could be used to drive performance and ensure the engagement of the staff.
3. Efficiency and Control: In many instances, transactional leadership is most relevant and effective in the context of the organization and environment that depend on efficiency and control. In the context of Primark, the application of a transactional approach is associated with the implementation of specific assigned actions as a means of ensuring efficiency. At Primark, basic tasks are performed under specific protocols and any person knows how they have to act to ensure the execution of this task (Popper, Mayseless, and Castelnovo, 2000).
[bookmark: _Toc164207016]Disadvantages
1. Limited Creativity. As has been mentioned above employees may be so preoccupied with following the pre-established procedures and meeting predefined targets that they may forget about their broader perspective. The inability to come up with original ideas and put them into practice could also limit the company’s ability to exploit a new market opportunity.
2. The Risk of Micromanagement: It does also seem to be a risk the employees at Primark could be exposed to. To some extent, the employees would have to be monitored to make sure they comply with the outlined standards of procedure and performance. However, it is vital to make sure the employees have some freedom of action and originality (Eacott, 2019).
3. Potential short-termism risk. The leaders at Primark must rely heavily on performance metrics to control and optimize their operations. As it seems with the transactional leadership style, there could be too much of a focus on short-term results and not enough on the implementation of long-term strategies.
[bookmark: _Toc164207017]Personal Reflection with Related Theory
One of the leaders under whose governance I had the chance to work was a transformational leader who served as an embodiment of visionary leadership for me. The environment was defined by creativity and innovation, and the leader promoted the approach of allowing oneself to test new ideas, experiment, and question the status quo instead of following the leader’s detailed guidelines. As a result, the change was born and implemented in the organization, and the approach of trusting and allowing people to act on their accord turned out to be successful. Though risky, under the process of this leadership style, I was inspired as never before, and the motivation to develop new solutions was the highest in my practice. Alternatively, I used to be a part of the team that was exposed to the transactional leadership style. The context demanded following the guidelines and requirements set up by the situation’s restricted demands and the accompanying procedural leadership style. 
In practice, I can integrate that my experience aligns with the theory that leadership should be situational. However, I also can acknowledge that the transactional leadership style helped me keep things under control and within the established frameworks, and the other team situation was most benefited from this leadership style which was why the short-term results were easiest to achieve with it. As a leader outside of these situations, it seems that integrating the theoretical approaches with the experience-based knowledge, and understanding of the leadership styles and the differences between them, can help navigate the most problematic organizational situations and achieve the highest results from the team through the proper leadership style choice. As I have explored, my personal experiences show that the ability to be flexible and adaptable is critical. It is necessary for the people who hold a leadership position to understand that no single approach will work in every situation (Gunter, 2019).
[bookmark: _Toc164207018]Conclusion 
In conclusion, the present paper which examines specific leadership styles within the context of companies and organizations has demonstrated the complexity and, at the same time, profound nature of leadership changing with time. The interaction between transactional and transformational leadership was exemplified in the case of Primark which presents an interesting example of these two implementations in practice. The reflection on learning experiences and personal leadership perceptions highlighted the importance of situational leadership for me. This knowledge may be used in the future to enhance problem-solving and transformational growth in the company I may work in. At the same time, this understanding may be relevant for Primark as well, as the company or any organization that aims at developing innovative thinking in its personnel should be aware of various leadership styles and apply them when necessary. In the future, the findings of the present paper will support a more inclusive approach to leadership within my organization including the features of other leadership paradigms, wherever necessary, to encourage creativity and innovative thinking.
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