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Introduction
Leadership is nothing constant and it has to keep on changing, in tandem with the organisation in question. Businesses regionalize and the dynamics of decision-making, communication, and employee mobilization is transformed. Here the quotation of Jamie Dimon, the President of JPMorgan Chase is important because it reveals one of the essential leadership realities: what succeeds with the team of five or ten people cannot work in a large company. In a small organisation, a telling or autocratic style of leadership could reduce confusion and hasten the process. However, complexity increases demand of adaptability, authority and decentralized authority. The essay shall present a critical analysis on why leadership styles have to change with emphasis on top-down control towards more facilitating styles of leadership or coaching-oriented approaches that are required by growing organisations. The discussion will also utilize leadership theories and up to date case study to discuss the particular capabilities that leaders need to attain success in this new world. The essay finally points to the point that long term success in the large organisations can be based not on control but its cooperation, trust and evaluating outlooks of the company.
Understanding Leadership in the Organisational Context
Leadership is not just a role, it is a process that has the ability to shape people into common goals. Whereas management is all about systems, leadership is all about change, people and vision. According to Armstrong (2020), the meaning of leadership is described as a process of guiding people in order to know and accept things that have to be done and what has to be done. This encroachment is mostly significant when organisations grow bigger, in that the leaders are expected to do not only resource management, but to motivate and get aligned more and more heterogeneous teams. 
With smaller business environment, leaders are usually hands-on. The founder or the manager might be really interested in the operational activities, the team control, and the daily decisions. This model is however unsustainable as the organisation expands consequently leading to problems. Decisions increase, structures are based on each other, and communication channels are even more complicated (Daft, 2021). Leadership, therefore, has to change to strategic delegation, trust development and systems thinking rather than command and control. 
Good culture is also highly dependent on good leadership in an organisation. According to Schein (2017), culture is progressively embedded in leaders, since it has been enshrined in their priorities, rewarding, and toleration. At the expansion phase of a workplace, the capacity of a leader to inculcate an atmosphere of collaboration, innovation is fundamental to performance and flexibility. Without such, huge organisations end up being very rigid, silo-oriented, and resistant to change.
In addition, leadership will dictate the attitude of the employees towards work and their scope within the organisation. Such leadership style should be supportive and empowering, which will contribute to increased motivation, innovation, and retention (Grant, 2013). On the other hand, a close concentration on power can break trust involving withdrawal and high turnover rates the drawbacks that become aggravated in big enterprises. 
Lastly, leadership is very important in guiding the organisation across uncertainty. The ever-changing economies, technological changes, and the current competition all over the world need leaders that are nimble, strong, and progressive. In this meaning, leadership does not only entail leading the present but the future of the organisation. 
In short, one of the fundamentals of sustainable growth is leadership. Leaders in growing businesses will need to make the shift in their orientation towards the workforce, they need to coach people rather than regulate the work, which should be accompanied by the corresponding development of organisational direction, organisational culture, and organisational capacity.
Adapting Leadership Styles in Expanding Organisations
The force that gets a startup to achieve success can easily hinder performance in a bigger company. In small companies the leaders tend to apply an authoritative approach where decisions are made in a speedy manner and keep operations under control. This method may be effective where there are few employees and basic structures (Grint, 2010). This style is, however, prone to be a bottle neck when organisations expand as they tend to slow down innovation as well as diminish initiative and result in employee disengagement. 
This transition is well explained by the Framework offered by the Blake and Mouton Managerial Grid. New business owners can be in the top-left quadrant known as authority-compliance, and are task-oriented with little regard to people. However, as the organisation grows, the leaders should move to the team management quadrant that has a high level of concern in both results and well-being of the employees (Blake and Mouton, 1985). Such transition can be traced to the growing significance of teamwork, trust, and team growth within bigger organizations.
A good example is the Airbnb, which as the company developed saw its leadership go beyond taking a directive startup organization model and starting to move toward a more participatory model with an orientation based on values. CEO Brian Chesky adjusted the open communication forums, cross-functional teams, and culture of inclusivity as admitting a flat and democratic approach to leadership with the understanding that it would appreciate creativity agility (Kerr, 2020). This shift led to empowerment of employees in every level so that the workforce could support the strategic goals of the company as they changed. 
The other theory that is pertinent here is Transformational Leadership which was proposed by Burns (1978) and enhanced by Bass (1990). The transformational leaders are not limited by the immediate goals; they motivate and stimulate employees through the establishment of a collective vision, innovation, and employee needs. The style is quite opposite of Transactional Leadership as this style fits into routinistic environments when compliance matters most. Transformational leadership instills meaning and flexibility in a bigger, fast-moving organisation, which are the two vital aspects of long-run sustainability. 
It is noteworthy that leadership metamorphosis is not merely style focused but magnitude influenced. Organisational heads in large organisations have to learn to exercise leadership through others. This is through development of middle managers, delegation of authority and empowering teams and trusting decisions. According to Heifetz and Linsky (2002), adaptive leadership must involve capacity to relinquish control and concentrate on empowerment of other people to address complicated challenges.
Besides, a coaching-based approach is inevitable. The GROW model of Whitmore (Goal, Reality, Options, Will) can give the leaders a convenient way to aid the development of the employees but not to micromanage them. Leaders rely on open-ended questions and active listening instead of telling instead of telling so that people can be able to solve their problems and develop on a personal level (Whitmore, 2017). Such a model is especially useful in the context of large organisations in which different teams would require specific support to succeed. 
The advantages of changing leadership style are evident and include, better decision making, greater employee involvement, increased organisational speed. But this is not always smooth. Executives are required to face their personal bias, drop the titular, and grow to be vulnerable. This emotional transition usually proves to be the most difficult transition between authority to empowerment. 
Conclusively, change in leadership styles is not something to consider, but a necessity. The scaling up of organisations becomes the point in which focus has to shift to co-operation instead of control, power versus genuineness. Leaders can maximise the potential of their units and guide their organisations to the level of sustained growth by embracing flexi-human-centred strategies.
Critical Skills for Leadership in Growing Organisations
The role of leadership changes with the growth of organisation as it no longer involves directing or leading but enabling. To manage this change, leaders therefore will need to develop various superior interpersonal, tactical competencies. Emotional intelligence (EI) is one of the most significant ones that denotes self-regulation, empathy, and social awareness. Having high EI allows leaders to handle a variety of teams within an organisation, deal with conflict positively, and establish trust, which is essential in organisational settings that are complex and multi-layered (Mayer, Salovey and Caruso, 2016). 
Another key skill is systems thinking which enables the leader to look at the organisation as a whole and also understand interdependencies and other aspects of the organisation to make the necessary decisions without going against the plans of the organisation in the long-run (Senge, 2006). This is more significant in huge organisations since decisions made by a department might end up having an impact on the performance of several sections. 
Also communication and influence are important. Leaders should be able to determine vision and facilitate open communication and motivate group action. Coaching and mentoring skills also grow in value, since leaders will be able to train people internally and minimize outsider recruitment. 
Lastly, resilience and adaptability are unavoidable when dealing with the volatility and changes. The leaders should be able to withstand pressure and accept change as a source of innovation and growth.
Conclusion and Recommendations
Leadership does not remain the same, but it has to change along with an organisation in terms of its growth and complexity. Although directive leadership could be clear in small businesses, in large organisations where teamwork, novelty and decentralised leadership are essential, it could be non-conducive. As it has been demonstrated in this essay, theories like Transformational Leadership, Blake and Mouton Grid, adaptive models of leadership furnish a case in support of the move to coaching, participative and emotionally intelligent style of leadership. 
To continue being effective, leaders need to develop a combination of emotional intelligence, strategic thinking, communication as well as coaching abilities. It is advised that organisations allocate funds in leadership development programmes that would place priority on flexibility and people oriented practices. Moreover, leaders ought to welcome feedback, share responsibility and pay attention to creating cultures of trust and learning. Leaders can only be able to inspire, align, and enable their organisations to thrive in the wake of change through an evolution of their style.
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