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Introduction
As companies expand in size and complexity, the nature of leadership must also evolve. The traditional model of top-down decision-making, which is marked by a directive or authoritative leadership style, may work effectively in smaller organisations. However, as Jamie Dimon points out, this method becomes less effective in larger, more complex corporate settings (Whittington, 2023). This essay examines how leadership should change as organisations develop, shifting from an authoritarian style to a more coaching-focused and supportive approach. It starts by defining leadership and exploring its significance in contemporary businesses. It then evaluates how leadership styles need to adjust during organisational growth, referencing important leadership theories such as transformational leadership, situational leadership, and the leader-member exchange model. Additionally, the essay highlights essential skills that leaders must have to manage the challenges of a growing enterprise. In conclusion, it provides suggestions for effective leadership in today’s ever-changing business environment.

Defining Leadership and Its Importance
Leadership encompasses the capacity to influence, guide, and motivate individuals or teams towards the attainment of organisational objectives. It transcends merely occupying a position of authority; it involves inspiring others, making strategic choices, and formulating a vision that individuals are eager to embrace (Northouse, 2021). Effective leadership is crucial for navigating organisations through periods of change, promoting innovation, and sustaining employee engagement and morale.
In a corporate environment, leadership plays a vital role in aligning team goals with the overarching organisational strategy, resolving conflicts, and encouraging collaboration among various departments. Particularly during times of uncertainty or transition, employees seek guidance and reassurance from their leaders (Goleman et al., 2013). Robust leadership can enhance productivity, shape organisational culture, and elevate overall performance.
There exists a range of leadership styles, each possessing its own advantages and drawbacks. Authoritative leadership, often associated with central decision-making, can prove effective in crisis situations or within smaller organisations where rapid responses are necessary. Nevertheless, this approach may hinder innovation and restrict employee autonomy if applied excessively or in unsuitable circumstances (Lewin, Lippitt & White, 1939).
As organisations grow, the necessity for inclusive, adaptive, and collaborative leadership becomes increasingly evident. Larger organisations frequently incorporate cross-functional teams, dispersed decision-making, and a demand for agility. Leaders are required to trust their teams, delegate tasks, and create an environment where employees feel empowered to share ideas and take initiative.

Furthermore, leadership plays a crucial role in employee engagement and retention. Leaders who embrace a coaching or supportive approach often develop stronger relationships with their teams, which can result in enhanced job satisfaction, improved team dynamics, and greater productivity (Bass & Riggio, 2006). Conversely, authoritarian leaders may encounter resistance, diminished morale, and a decline in innovation over time.
In summary, leadership is a complex and ever-changing concept that is vital to an organisation's capacity to adapt, develop, and thrive. Therefore, it is crucial to comprehend how leadership must progress in alignment with organisational growth to ensure long-term success.


Leadership Style Evolution in Growing Organisations
As organisations evolve from small businesses to large-scale enterprises, their internal frameworks, processes, and workforce dynamics become increasingly intricate. With this expansion, leadership must transition from traditional command-and-control approaches to more facilitative, coaching-oriented styles that promote autonomy, creativity, and collaborative problem-solving.
Jamie Dimon’s assertion highlights this notion by pointing out the drawbacks of central decision-making in extensive organisations (Whittington, 2023). In these environments, leaders can no longer participate in every decision-making process. Instead, they are required to empower others to make choices that align with the overarching vision of the organisation. This transformation necessitates a leadership approach rooted in trust, empowerment, and effective communication.
A relevant framework to consider is the Situational Leadership Theory, formulated by Hersey and Blanchard (1982), which posits that effective leadership is contingent upon the maturity and competence of followers. As organisations expand, employees frequently become more specialised and skilled, rendering a directive leadership style less essential. A supportive or delegating approach becomes more suitable, where leaders act as facilitators rather than micromanagers.
Another significant theory is Transformational Leadership, which focuses on inspiring and motivating followers to exceed their expected performance (Bass & Riggio, 2006). Transformational leaders prioritise vision, innovation, and the personal growth of their teams. This leadership style is particularly effective in large organizations, where motivating employees across various levels and departments is vital for fostering cohesion and enhancing performance.
A practical illustration of transformational leadership can be seen in Satya Nadella, the CEO of Microsoft. When he assumed leadership, Nadella transformed Microsoft’s culture from a competitive and siloed atmosphere to one that is more collaborative and focused on growth. His focus on empathy, ongoing learning, and empowerment has significantly contributed to the company’s resurgence in innovation and performance (George et al., 2019).

Furthermore, Leader-Member Exchange (LMX) Theory highlights the importance of the quality of relationships between leaders and their individual employees (Graen & Uhl-Bien, 1995). In large organisations, cultivating personalised relationships enhances trust, boosts communication, and improves performance. High-quality exchanges result in greater engagement and commitment, which are essential for managing diverse and geographically dispersed teams.
Conversely, an authoritarian leadership approach, characterised by central decision-making and top-down directives, can lead to bottlenecks and diminished morale as the organisation expands. Employees may feel disempowered and disengaged, especially if they are skilled professionals who desire autonomy in their roles (Goleman, 2000).

The Coaching Leadership Style, which is part of Daniel Goleman’s emotional intelligence-based leadership styles, proves particularly effective in growing organisations. This style emphasizes assisting individuals in enhancing their performance by developing their skills and potential. Coaching leaders dedicate time to listen, provide constructive feedback, and guide employees toward achieving long-term objectives. This approach nurtures a culture of continuous improvement and psychological safety—essential elements in large, dynamic organisations (Goleman et al., 2013).
In summary, leadership styles must evolve as organisations increase in size and complexity. Transitioning from a control-oriented approach to one that highlights support allows leaders to delegate effectively, cultivate talent, and promote a collaborative and innovative environment. Leadership models such as transformational, situational, and coaching-oriented frameworks provide practical guidance for this.


Essential Leadership Skills for Expanding Organisations
As organisations grow, the expectations placed on leadership evolve, requiring a more sophisticated skill set. Primarily, emotional intelligence becomes increasingly essential. Leaders need to comprehend and regulate their emotions while also understanding with others to effectively navigate intricate interpersonal relationships (Goleman, 1998).
Another vital skill is strategic thinking. Leaders must possess the ability to view the broader context, align departmental objectives with the organisation’s overarching vision, and foresee market trends and potential risks. This entails not only making decisions based on data but also fostering foresight and adaptability.
Communication skills are crucial. As companies expand, leaders must communicate effectively with a variety of stakeholders—employees, customers, investors, and partners. This encompasses active listening, clear messaging, and the capacity to inspire through storytelling.
Delegation and empowerment are equally important. Leaders must have confidence in their teams, provide necessary resources, and grant them the autonomy to make decisions. Micromanagement tends to be counterproductive in larger organisations.

Finally, collaborative leadership is essential. Establishing cross-functional teams, encouraging inclusivity, and promoting collective problem-solving are key to maximising innovation and productivity across the organisation.
In summary, leadership in growing organisations demands a comprehensive skill set that matches strategic insight, emotional intelligence, and people-oriented practices



Conclusion and Recommendations
In the current dynamic and interconnected business environment, leadership must progress alongside organisational development. As Jamie Dimon points out, the conventional command-and-control model is no longer viable in large, complex enterprises (Whittington, 2023). Leaders are required to embrace more supportive and coaching-focused styles that empower their teams and foster innovation.
Essential recommendations for modern leaders include enhancing emotional intelligence to better engage with diverse teams, adopting a transformational approach to motivate change, and developing strategic thinking to effectively manage uncertainty. Additionally, investing in communication and coaching abilities will help ensure that employees stay engaged and aligned with the organisation's objectives.
In conclusion, effective leadership in large organisations focuses less on control and more on enabling others to achieve success. By embracing adaptive leadership styles and honing critical skills, today’s leaders can cultivate resilient, innovative, and high-performing organisations that are prepared for the future.
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