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Coaching over Command: Adapting Leadership for Organisational Success
Introduction
Leadership is a key part of every successful organisation. Good leaders give direction, inspire teams, and help achieve goals. As companies grow, leadership needs to change and adapt (Northouse, 2021). Jamie Dimon says leaders must move from control to support as firms expand (Horswill, 2021). In small firms, leaders often make all the decisions themselves. This approach can limit growth and slow progress in larger organisations. As companies get bigger, leaders must coach and guide their teams. This helps staff feel valued and boosts performance across the business (Goleman, Boyatzis and McKee, 2013). This essay will examine why leadership styles should evolve as companies expand. It will explore how leaders can move from an authoritative to a coaching style. The essay will use leadership theories and real business examples to support the discussion. It will also identify the key skills leaders need as organisations expand. The aim is to show how leadership style affects success in growing firms.
Defining Leadership and Its Importance
Leadership means guiding people towards shared goals and values. A leader provides clear direction and helps others perform at their best. Leadership is about influence, not just holding a job title. It differs from management, although both are important in any organisation (Northouse, 2021). Management is about planning, organising, and controlling resources to meet targets. Leadership, in contrast, focuses on inspiring and motivating people to achieve more. A manager may set the rules, but a leader shapes the vision and culture.
A good leader sets a clear vision for the team or company. This vision gives everyone a sense of purpose and direction. Leaders also motivate staff by showing trust and providing support. They help people feel valued and encourage them to grow. This support helps teams work better and achieve more together. Leadership is also key in driving change within an organisation (Kotter, 2012). A strong leader can guide people through new challenges and help them adapt. Change is often hard, but good leaders make it easier for people to accept and embrace.
Effective leadership is vital for organisational success and growth. Leaders set the tone for the workplace culture and values. They show what behaviour is expected and what is not allowed. This shapes how people treat each other and how they work. A positive culture helps attract and keep good staff. Leaders also play a significant role in ensuring the company acts ethically (Schuetz, 2017). They set high standards and hold people to them. This builds trust with staff, customers, and the wider community. When leaders act with honesty and care, it helps the whole organisation succeed.
As companies grow, the need for strong leadership becomes even greater. In small firms, leaders can be involved in every decision. They know each team member well and can act quickly. But as firms get bigger, this approach no longer works. The organisation becomes more complex and harder to control. Leaders must learn to trust others and share responsibility. They need to focus more on guiding, coaching, and supporting their teams (Northouse, 2021). This shift helps the organisation stay flexible and able to cope with change. The right leadership at each stage of growth is key to long-term success.
Evaluating Leadership Style Shifts as Organisations Grow
The authoritative or command-and-control leadership style is strict and centralised. The leader makes most decisions and expects others to follow their instructions. This style works well in small or start-up businesses with few employees. In these firms, quick decisions are needed, and the leader can oversee all tasks. Centralised decision-making helps avoid confusion and keeps everyone focused on the same goal. Lewin’s Leadership Styles model calls this the authoritarian approach, where leaders set rules and expect obedience (The Marketing GP, 2022). McGregor’s Theory X also fits here, as it assumes workers need close supervision. In small teams, this style can lead to fast action and clear results. The leader knows every team member and can respond quickly to problems. This approach can help new businesses survive and grow in the early stages.
However, as companies grow, the command-and-control style becomes less effective. Larger organisations have more people, more departments, and more complex tasks. One person cannot make every decision or know every detail in a big company. This style can create bottlenecks, as decisions must wait for the leader’s approval (Sinek, 2017). It can slow down progress and make the business less flexible. Employees may feel unimportant if their ideas are ignored or not valued. This can lead to low morale, less motivation, and higher staff turnover. People may stop sharing ideas if they feel that no one is listening to them. Jamie Dimon, CEO of JPMorgan Chase, says leaders in large firms must adapt their leadership style. He believes leaders should act more like coaches or conductors, not just decision-makers (Horswill, 2021). In large firms, command and control can limit creativity and stop the business from adapting to change.
Coaching and supportive leadership styles are better for large and complex organisations. Coaching leaders helps staff develop skills and grow in their roles. They give feedback, encourage learning, and support team members through challenges (Northouse, 2021). Supportive leaders listen to their teams and care about their well-being. Transformational leaders inspire people to work towards a shared vision and achieve more. Servant leaders put the needs of their team first and help others succeed. The Hersey-Blanchard Situational Leadership Model says leaders should change their style to fit the team’s needs (Kenton, 2024). Goleman’s Leadership Styles model suggests that coaching and affiliative styles are effective in complex settings. These styles build trust, help teams work together, and allow leaders to delegate tasks.
As organisations grow, leaders must relinquish some control. They need to trust others to make decisions and solve problems. Delegation is important because one person cannot do everything in a large company. Empowering staff helps them feel valued and increases motivation. When people feel trusted, they are more likely to share ideas and work hard (Lea, 2023). Innovation often comes from teams, not just from leaders at the top. Coaching and supportive styles create a culture where people want to do their best. This helps the business stay flexible and ready for change. Leaders must also build new leaders as the company grows. Supporting others to lead helps the industry continue to grow and succeed in the long term.
Real business examples show the benefits of coaching and supportive leadership. Google uses a supportive leadership style to encourage creativity and teamwork. Leaders at Google listen to staff and support new ideas. This has helped Google stay a leader in the tech industry. At JPMorgan Chase, Jamie Dimon uses a mix of transformational and supportive leadership. He focuses on building strong teams and open communication (Horswill, 2021). This approach helped the bank survive financial crises and stay successful. Companies with coaching cultures often see higher staff engagement and better performance. They are more likely to adapt to change and find new ways to succeed.


Essential Skills for Leaders in Expanding Organisations
Leaders in growing organisations need strong communication and active listening skills. Clear communication helps leaders share goals and ensure everyone understands their roles. Active listening allows leaders to hear staff concerns and respond to their needs. Emotional intelligence and empathy are also vital for building trust and understanding in teams (Goleman, Boyatzis and McKee, 2013). Leaders with empathy can support staff through challenges and create a positive workplace. Delegation and empowerment are key, as leaders cannot do everything themselves. By trusting others, leaders help staff grow and take on new tasks. Empowered teams are more motivated and ready to solve problems.
Strategic thinking and vision-setting guide the organisation towards long-term goals. Leaders must see the bigger picture and plan for the future. Change management and adaptability help leaders guide teams through new situations (Musaigwa, 2023). In a fast-changing world, leaders must adapt quickly and support others through change. Conflict resolution and negotiation skills are needed to solve disagreements and keep teams working well. Leaders must handle conflicts reasonably and find solutions that work for everyone.
These skills help leaders manage complex organisations and encourage teamwork. Good communication and empathy build trust and keep staff engaged. Delegation and empowerment create strong teams ready for new challenges. Strategic thinking and adaptability help the organisation stay successful as it grows.
Conclusion
As organisations grow, leadership styles must change to meet new challenges. In small firms, authoritative styles are effective, but not in large firms. Large and complex organisations are more suited to coaching and supportive leadership. These styles facilitate the delegation of powers, team empowerment and innovation. Leaders should be able to strengthen their communication, coaching, and emotional intelligence skills. These competencies can enable the leaders to establish trust and lead teams through transition. Continuous leadership training also matters in the long run. Leaders should continue learning and remain engaged with new business requirements. Flexibility enables leaders to stay productive in a rapidly evolving society. Contemporary leaders should work on establishing effective teams and supporting employees. They must promote open communication and appreciate the ideas of everyone. Businesses require resilience and future development through leadership evolution. It is only those leaders whose style is modified who can make organisations live and survive. The proper leadership style creates a successful and strong ethical organisation for the future. 
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