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[bookmark: _Toc174990880]1.0 Introduction 
Over the years, numerous theories have attempted to define leadership, each offering unique insights into the practices and behaviours of effective leaders. However, these theories often spark controversy as they provide varying perspectives on what constitutes successful leadership. In today’s ever-changing business environment, a leader's style may become ineffective due to dynamic contexts. This essay aims to analyse the leadership approaches of selected leaders through various theories, including both traditional and modern perspectives to conceptualising leadership. In addition, by exploring how leaders adapt their people strategies for leading and managing people, we can understand the necessity for flexibility and adaptation in leadership styles to meet diverse situations and challenges. This analysis will focus on two companies—J.P. Morgan and Credit Suisse—exploring how their leaders’ styles align with their organisational strategies and human resource policies to develop and lead people effectively. 

[bookmark: _Toc174990881]2.0 Overview of Leadership Theories 
[bookmark: _Toc174990882]2.1 Definition
A leader could be described as an individual who is capable of influencing, directing, and motivating a group of people to perform specific tasks while inspiring them to achieve corporate objectives (Ojokuku et. al., 2012; Gandolfi & Stone, 2018). A great leader always ensures team cohesiveness and motivation, driving toward a common goal and collaboratively overcoming setbacks in an organisation. According to Jeremy (2012), he defines leadership as the process of influencing others to commit to their full potential and pursue a value-added, shared vision with passion and integrity. Every leader possesses a unique leadership style that influences their leadership effectiveness, shaped by their behaviour and practices. Their actions and conduct are crucial in determining whether their leadership style can drive the company to succeed in various circumstances.

[bookmark: _Toc174990883]2.2 Leadership Theories and Approaches
[bookmark: _Toc174990884]2.2.1 The Trait Approach
Historically, leadership was often associated with inherent traits, also known as the trait theory. This traditional perspective suggests that certain characteristics such as charisma, responsibility, initiative and more contribute to an individual being more likely to be an effective leader. These traits served as a foundational concept in leadership studies. However, the trait theory has faced criticism due to its simplicity (Northouse, 2015). For instance, the idea that a leader must be born, rather than made with these traits to be effective. According to McCleskey and Allen (2014), the authors suggest that the predictable nature of the leader’s behaviour is less effective, and their traits are not vitally useful and consistent in all situations and cases.

[bookmark: _Toc174990885]2.2.2 The Behavioural Leadership Approach 
Due to the flaws identified in the trait approach, the behavioural approach evaluates leaders based on their behaviours, actions and management style. This approach resembles the study of how leaders usually behave and react, allowing people to learn and get tutored to become future leaders over time (Akingbemisilu, 2018). In that case, this theory suggests that people can be moulded into leaders, contradicting the concept of the Trait Approach, which argues leaders are naturally born with special traits that make them great.

An effective way to identify a leader’s behaviour is by applying the Blake and Mouton Managerial Grid, a framework closely correlated to the behavioural leadership approach. The framework primarily provides an understanding of different leadership styles based on two dimensions: concern for people and concern for production (Cole & Kelly, 2016). Leaders can use the grid to assess and improve their approach by exploring the five leadership styles identified by Blake and Mouton (1964), which reflect different balances of focus on tasks and people. Therefore, according to Northouse (2015), this framework shows that no single leadership is best fit for all situations, as the grid effectively explains the degree of focus on people or tasks. 

[bookmark: _Toc174990886]2.2.3 The Concept of Transactional and Transformational Leadership Approach 
In 1978, James McGregor Burns argued that all leaders could be classified primarily into two main leadership styles: transformational and transactional leaders (Burns, 1978). According to Robbins and Coulter (2007), transformational leaders inspire and motivate followers to achieve exceptional outcomes by addressing their developmental needs, fostering positive change, and advancing group goals. Thus, transformational leadership mainly has four characteristics: Charisma, Inspiration, Intellectual Stimulation and Personal and Individual Attention (Warrilow, 2012). Transformational leadership enables major changes and the pursuit of common goals within an organisation by boosting employees’ confidence and motivation, which later prepares them to reach higher goals in the future (Susilo, 2018).

In contrast, transactional leadership focuses on supervision, organisation, and group performance, promoting compliance through rewards and punishments rather than inspiring and motivating followers to exceed expectations. According to Odumeru and Ogbonna (2013), transactional leaders are unlike transformational leaders who seek to change the future, rather they focus on maintaining the status quo by closely monitoring followers' work to identify faults and deviations. Consequently, transactional leadership is characterised by a managerial and bureaucratic leadership style, rewarding obedience and compliance for motivation while penalising any decline in performance quality.

[bookmark: _Toc174990887]3.0 Discussions 
In this section, we compare the leadership of Jamie Dimon, CEO of J.P. Morgan, and Ulrich Koerner, CEO of Credit Suisse, to evaluate how their styles align with their organisations' strategies and HR policies.
[bookmark: _Toc174990888]3.1 J.P. Morgan Management and Culture
J.P. Morgan was founded in 2004 following the merger of Bank One and J.P. Morgan Chase. As a leading global organisation, the bank offers tailored services for its clients including investment and commercial banking, financial transaction processing, and asset management. Despite challenges brought by high interest rates, political events, wars, and unusual macroeconomic conditions, J.P. Morgan delivered a 20% return in the first half of 2024, outperforming the S&P 500 index, which posted a 15% gain (Santoli, 2024; Frankel, 2024). A recent Forbes article noted that J.P. Morgan has continued to outpace the market, with its stock gaining 21% year-to-date compared to the 17% rise in the S&P 500 index (Trefis Team, 2024). Since the end of 2016, J.P. Morgan has delivered a 183% return, surpassing the S&P 500 at 149%, this impressive performance highlights J.P. Morgan’s potential and long-term resilience in the market despite challenging conditions. 

Besides, primarily due to the nature of the financial services sector, J.P. Morgan displays a traditional hierarchical structure. The company is committed to serving clients with integrity and respect, upholding its core values in all aspects of its operations (JPMorganChase, n.d.). The company underscored that ethical behaviour is not innate but must be cultivated and reinforced throughout the organisation. This culture is designed to ensure compliance, accountability, and effective management of its extensive operations, which likely enhances customer perception of security and confidence in the organisation. However, without a skilled and motivated workforce, a company could not progress. To cultivate its talents, J.P. Morgan invests significantly in leadership development programs, upskilling and reskilling opportunities and enhanced educational benefits (JPMorgan Chase & Co, 2023). These initiatives help leaders inspire their teams and uphold ethical leadership, thereby enhancing employee engagement, and strengthening J.P. Morgan’s workforce while reinforcing its reputation as a trusted leader in the global financial market.

[bookmark: _Toc174990889]3.1.1 J.P. Morgan Leadership Approach, Jamie Dimon 
Jamie Dimon has been the CEO of JPMorgan Chase since 2006, incorporating a blend of transformational and transactional leadership styles. His transformational approach is evident in his shift from the traditional focus on shareholder returns to a broader commitment to community impact. Dimon encourages and inspires employees to leverage the bank’s resources for societal benefit, fostering a culture where change is driven from within. For example, Dimon approved a $150 million investment in Detroit to address a wide variety of issues within the city including urban decay, grant money for non-profits and supporting small businesses (Chapman, 2020). Due to his leadership approach, Dimon has fostered strong loyalty and connection within the organisation by creating an environment of respect, humility, and recognition. This culture makes employees feel valued and motivated, reflecting his people-centric leadership.

Dimon’s transactional leadership is also apparent in his direct and fair management style, aiming to drive performance and efficiency. During his tenure, Dimon has raised wages above the minimum, believing that taking care of employees is essential to motivating them and fulfilling the bank’s broader social responsibility (Dimon, 2016). Moreover, Dimon believes in “Active Management by Exception” prioritising results rather than engaging in office politics (Chapman, 2020). By dismissing the internal power struggles, Dimon effectively removes the potential barriers to the company’s success. This balance of maintaining high performance and fairness reflects the "Team Management" style in the Blake and Mouton Managerial Grid, which signifies a high concern for both people and production. The combination of people-centric and task-centric leadership, encouraging employee engagement and driving organisational efficiency reinforces the company’s global standing in the financial market.

[bookmark: _Toc174990890]3.2 Credit Suisse Management and Culture
Credit Suisse, a Swiss firm founded in 1856 is a global investment bank that provides a wide variety of financial services including investment and financing solutions, wealth planning, strategic advisory and more. Like J.P. Morgan, Credit Suisse prioritises integrity and ethical leadership, expecting leaders to act transparently and responsibly as the company highlights that trust is fundamental and bedrock to the banking system (CREDIT SUISSE, 2022). Credit Suisse supports employee growth through a comprehensive training program, emphasizing such as “Working with Respect” and the Leadership Experience and Acceleration Program (LEAP) (CREDIT SUISSE, 2021). These structured training and development courses are designed to cultivate the essential traits needed for effective leadership, foster motivation, and a culture of continuous learning and adaptability within the organisation (CREDIT SUISSE, 2021).

With a presence in over 50 countries worldwide, Credit Suisse satisfies clients with innovations in its services which is a significant part of Credit Suisse’s culture. For instance, the company has a long history of pioneering advancements, such as becoming the first large Swiss bank to establish a direct telex connection with New York in 1951, introducing Switzerland’s first drive-in bank in 1962, launching the first telephone banking service in 1993, and implementing the first internet banking platform in 1997 (Credit Suisse, n.d.). The bank has consistently driven innovation as part of its commitment, aiming to build long-lasting and sustainable value for its stakeholders. Beyond technological innovations, Credit Suisse has a history of leadership in setting benchmarks for others to follow, leading areas including product management, training, marketing, and social commitment (Credit Suisse, n.d.). All these areas served the common purpose of meeting client needs more rapidly and comprehensively (Credit Suisse, n.d.).

Despite its historical significance and innovative contributions, Credit Suisse faced severe challenges that led to its acquisition by UBS. The bank's instability stemmed from high-profile leadership changes and a lack of consistent strategic direction, highlighted by the departure of key executives following scandals and financial losses (Berry, 2023). This instability led to catastrophic outcomes, including the $5.5 billion loss from its involvement with Archegos Capital (Ewing, 2021). Repeated scandals such as the so-called “Tuna Bonds” scandal, and bribery cases, further eroded stakeholder confidence (Illien & Ridley, 2023). These combined factors, along with ineffective crisis management culminated in a liquidity crisis, necessitating an immediate cash injection that led to the acquisition by UBS. Currently, Credit Suisse remains in operation as a UBS subsidiary under the leadership of Ulrich Koerner.

[bookmark: _Toc174990891]3.2.1 Credit Suisse Leadership Approach, Ulrich Koerner 
Ulrich Koerner, the last CEO of Credit Suisse before the takeover took place in June 2023. He was appointed as the CEO in July 2022 with immediate effect to revitalise the bank amid significant turmoil and scandals (Smith, 2022). Koerner’s leadership style during his tenure was predominantly task-centric, with a strong aim for restructuring and achieving operational efficiency (Hirt, 2022). His approach emphasised aligning employee efforts with strategic objectives, particularly in the areas of becoming more client-centric, sustainable and more (Credit Suisse, 2022). Vincent Kaufmann noted that Credit Suisse urgently needed stability and to regain clients' trust, which became Koerner’s primary strategy after shouldering the CEO role (Halftermeyer et al., 2022).

However, Koerner’s leadership lacked the charisma and engagement typically associated with transformational leaders. With the heavy task of saving and recapitalising the company from collapse, he struggled to build a supportive workplace culture and robust employee engagement. According to Culture 500, the data-based-view which analysed feedback from 1,250 Credit Suisse employees shows the bank scored poorly on integrity and performance, highlighting concerns under Koerner’s leadership (Culture 500, n.d.). Despite these challenges, Koerner’s leadership influenced HR policies to prioritise compliance functions and professional integrity, reinforcing his task-oriented approach throughout his time as CEO of Credit Suisse.

[bookmark: _Toc174990892]4.0 Critical Evaluation 
After decades of growth and improved living standards, recent shocks such as the pandemic, wars, and inflation have heightened vulnerabilities and economic pressure in the global market. In fact, the banking sector, sensitive to macroeconomic uncertainty has faced significant challenges. For instance, the coronavirus pandemic slowed the entire finance sector, putting the spotlight on the health of financial institutions once again, reminiscent of the 2008-2009 financial crisis which saw approximately 322 bank closures between 2008 and 2010 (Federal Deposit Insurance Corporation, n.d.). More recently, banks like First Republic Bank, Signature Bank, Silicon Valley Bank (SVB), and Republic First Bank have collapsed (Goldberg, 2024), leading to fears of banking contagion with investors struggling to sustain their businesses and clients unable to access savings or loans.

According to poll gathered among the Americans, public confidence in U.S. banks remains low driven by perceptions of inadequate government regulation leading to broader economic instability (Wiseman & Fingerhut, 2023). Trust is a crucial elements in financial institutions as it attracts international investors around the world to deposit their money and invest in banks. As in the case of Credit Suisse, public’s trust has always the main issue under Koerner due to consequent scandals and a series of high-profile legal issues. For instance, in 2020 and 2022, Credit Suisse faced major leadership resignations due to scandals involving spying on a former executive and breaching Covid quarantine rules (Berry, 2023). These incidents contributed to significant reputational damage for Credit Suisse, further eroding public confidence. As for the impact towards Credit Suisse, the bank struggled with significant investor distrust and cash outflows exceeding $119 billion despite assurances of stabilisation by the CEO and Chairman of Credit Suisse (Englundh, 2023). Public concerns about the bank's recovery and ineffective communication from leadership exacerbated these issues, reflecting disappointment and doubts about Credit Suisse's ability to stabilise and restore its reputation (Hirt & Revill, 2023).

In contrast, Dimon’s leadership at J.P. Morgan has proven effective even during challenging times. Dimon successfully navigated economic and political complexities, instilling confidence in investors and ensuring they felt secure investing in J.P. Morgan. This is evidenced by the JPMorgan Chase stock reaches an all time high in 46 years since it went public in 1978 and profit return outrunning S&P 500 index. This reflects strong international investor trust in both the company and its leader. Therefore, leaders like Koerner need to adopt a more adaptive leadership style that prioritises the broader concerns of staff, clients, and the community to build trust, foster resilience, and effectively navigate crises.

[bookmark: _Toc174990893]5.0 Conclusion
In conclusion, the analysis underscores the critical role of leadership styles profoundly shaping organisational success. Jamie Dimon’s leadership at J.P. Morgan stands out for his effectiveness in navigating complex economic and political landscapes, consistently delivering solid returns and maintaining investor confidence even during crises. In contrast, Ulrich Koerner’s tenure at Credit Suisse was marked by challenges including persistent cash outflows and diminished public trust, emphasizing the importance of clear communication and adaptive strategies in leadership. While reflecting on these findings, it is evident that contemporary leaders must balance both strategic and operational priorities, in the meantime cultivating trust and resilience. Over the years, J.P. Morgan’s strong performance is the best example that demonstrates the benefits of a leadership approach with a strong focus on long-term goals, including community impact. This underscores the implication that effective leadership is essential for sustaining organisational strength and investor confidence in today’s ever-changing market landscape.
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