

Introduction
In his book "Leadership: Critical Text", Simon Western claims that new leadership discourses must be designed because of industrialisation and the fast-developing world. All previously described leadership styles cannot suggest innovative approaches to determining a contemporary leader. To start the discussion about new discourses, we should point out some drawbacks from earlier styles which could be changed and some advantages to maintain. 
Nowadays, every organisation demands a leader with a leadership style that covers the organization's needs. The notion of leadership and the expression of leadership styles vary from author to author. For instance, Goleman (2000) highlights six leadership styles: commanding, visionary, affiliative, democratic, pacesetting, and coaching. Before Goleman, Bass (1985) and Burns (1978) developed the Transactional and Transformational leadership theory. This theory changed the relations between the company and the leader. The leader, in turn, chooses the goal, the methods, and the approaches to increase the overall performance of the employees (Vasilescu, 2019). Therefore, evaluating the leadership style can be based on the example of individual organisations. In this paper, the non-governmental organisation “Academy of Science” will be used as an instance of a critical view concerning leadership style (see Appendix).
The article focuses on the Transformational leadership style and highlights its pros and cons. This style has the most positive impact on the organisation’s climate (Vasilescu, 2019). Transformational leaders work to elicit changes in the economic and human fields. They commit employees to work for a shared organisation’s future and the leader’s ideas (Givens, 2008). Besides this, the positives are the empowerment of subordinates to achieve higher goals, the skill of community-building, which proposes to transform individual purposes into common organisational ones, and the explicit setting of a vision and the ability to convey it (Donkor, Dongmei, 2018).
Moreover, the personal approach toward staff members is widespread practice for a transformational leadership style that raises morale and increases the effectiveness of the workgroup. The space for reflecting on the past and suggestions of new perspectives in the development are the approaches of transformational leadership style in addition (Western, 2008, p.112). What is more, the Transformational leadership approach inspires followers to ‘reach their potential in the context of work’ and in such a way to fulfil organisation’s strategy (Givens, 2008).
In the centre of attention, there is one advantage – the empowerment of people through vision – to expand the points raised above.  
The View on the Positive Aspect
The Transformational leadership style completely changed the approach to running big corporations or organisations. Baig et al., in the article, mentioned the words of Amolio that Transformational leaders communicate their visions ‘via metaphors, stories, personal reflections, humour, and images to reach the heart of the followers. The key factor for such a leader is to generate the consciousness and desire to achieve goals and to transform self-interests for the organization’s good (Bass, 2007, p. 304).  
What characteristics should the leader have to inspire subordinates with their vision? Bass (2007) gives the following:
· charisma (the possibility to provide own ideas)
· intellectual stimulation (indorsing of rationality and balanced problem-solving)
· inspiration (ability to share senses and high expectations, simply communicate big goals)
· individualized consideration (support, coach and direct every follower individually).
Transformational leaders should have these qualities to have an impact on their followers and achieve personal agendas as true pacesetters. Knowing the vision and making the strategy include only half of the total successful score. Another desirable characteristic is to make subordinates believe in this strategy and vision. According to Jansen, leaders with a vision relevant to the staff’s values, needs and ideals will motivate them to work better.
The innovative clear vision increases the organisational performance without engaging extra resources. Moreover, there is no need to reorganise the staff or hire new people. All this is about saving money, time, and energy. The perfect leader with the ability to share the mission and inspire the staff to follow his vision can reorganise the structure, eliminate unnecessary systems and build a strong community (Kiyak&Bozkurt, 2020). People used to unify around shared ideas. A company with solid core values, successfully completed projects, and inspiring ideas are attractive in the labour market. In addition, it is easier to make favourable partnerships and win the position of the best company in a competitive environment. 
Jensen et al. claimed that the most effective way to articulate the vision for a leader is to use face-to-face dialogue. It provides the opportunity for a personalised approach to communicating the vision. The leader can give feedback on employees’ comments or present further details about their contribution to the organisation to increase motivation and self-esteem. If the team member feels valued and gets attention, job satisfaction arises. Job satisfaction directly has an impact on organisational performance. Regarding Bass, the critical point for triumph and empowerment is ‘to treat different subordinates differently’.
An instance of positive encouragement via articulating the vision is the changes in the non-governmental educational organisation "Academy of Science." The organisation was going to break off the activity before hiring a new leader. However, the proactive Deputy of International Relations modified the strategy of development and the organization's aim in 6 months. Because of the small team, the leader had the opportunity to communicate his perspectives to every Head of different departments, especially to every team member of the newly established international relations department. The new vision implies expanding the possible international partnerships, participating in worldwide competitions and exhibitions with children's science projects, and enhancing communication about achievements abroad. The inspiring leader and distinguished vision decently communicated transformed the organisation and empowered staff members to advance.
The theoretic material and the example illustrate that this positive aspect of the Transformational leadership style has a significant role in building the organisation. However, in contrast, the "Academy of Science" example reveals a leader's minus over time.
Further discussion to emphasise the negatives of this style of leadership. The author claimed that the Transformational leader is a universal person ‘for all occasions’ (Western, 2008, p.112). In addition, the subordinates can create a cult from such a leader. Their tendency towards perfectionism can cause issues with achieving tasks. Strict discipline leads to low work performance. The last problem is the paradox in the main aspects that consist of the difficulty reconciling the individualistic approach and strict organisational culture. 
Another disadvantage is that the discrepancy between organisational culture building and self-centred, charismatic leader building is expanded below.

The View on the Negative Aspect
Several studies have found that a leader is a person who uses power and authority to lead the organisation (Ayub et al., 2014; Donkor&Dogmei, 2018; Kiyak&Bozkurt, 2020). The leader should have important positions in the company and strong character traits to take on significant responsibilities. However, the leader's power should not be over others — the consequences of misusing power impact the whole process of the organisation's building. Culture building is impossible when the leader focuses only on achieving strategic goals. The leader has no strength to get the necessary results without the team.
Tintoré (2019) distinguished prosocial and charismatic Transformational leadership styles. The first relates to reinforcing the organisation's culture and employees' capabilities for the common good. The second is about putting self-interests and performing ongoing outcomes toward reaching the leader's vision beyond team building. Finally, it emphasises the central negative aspect of the Transformational leadership style that Tourish described in his book "The Dark Side of Transformational Leadership: A Critical Perspective."
Tourish draws a parallel between Transformational leaders and cults. The author claimed that frequently such leaders become selfish and obsessed with power. The management tends to be autocratic, where staff members' behaviour and emotional background commit to ignoring in pursuit of accomplishment of the organisational goals. The leader regulates all disagreements and, therefore, loses the trust and sincerity of the subordinates in following discussions (Villiers, 2014). Such an attitude can cause a leader's ignorance of relations between staff members; the self-centred leader does not involve in teamwork and cannot react to misunderstanding. Compassion and communication have focal points in an organisation's performance.
The "Academy of Science" example thoroughly demonstrates the egoist approach to leading the organisation. The new Deputy of International Relations had a strong vision and a thorough plan. He articulated his ideas to the staff members in a way everybody desired to follow. The beginning was inspiring, and the team boosted operational performance. However, some disputes between a middle manager and department members occurred in a few months. The reason was a need for more communication and different views on how they should complete a task. The leader took no notice of resolving this issue because he wanted the job done as soon as possible. The situation repeated several times; the staff members had yet to receive a response from a middle manager or a boss. They felt that their opinions or requests to be heard were not essential. The absence of open communication and inaction from a leader result in quitting of the best workers and a weak work community. The leader's concentration on personal agendas and missing the team presence influenced overall organisational output.
Furthermore, Western (2007, p.114) complements the nonconformity between employees' self-actualizing and 'group-thinking' in his work. According to him, leaders want to build an original organisation where all thoughts are counted, and all followers take their important place in the company's structure and allow them to think independently. On the other side, Transformational leaders create a shared vision and morale everybody work for without expressing their attitudes. Therefore, the risk of pleasing a boss instead of criticising leader's bad decisions. In the "Academy of Science" the middle manager of the department always put the deputy's aims and statements first and never doubt his choices. Building vibrant organisational culture with an egoistic leader and boss-pleasing manager is impossible. 
In addition, Conger's (2007) exciting statement considers the manipulations in communication. This skill imperceptibly can simultaneously maintain the concept of a self-centred, charismatic leader and community-centred leader. The manipulation comprises two tactics: match stereotypes and reproduce the picture of uniqueness. The stereotypes connected with an image of an invincible leader who can control everything from anywhere and be super productive. Ex-staff member from the "Academy of Science" analysed her boss's behaviour and confirmed that there were efforts on his part to conform to the stereotypes of the all-powerful boss. He always told her about his successful business besides this job and how he managed everything exceptionally. The desire to put the lights only on the positive aspects of the ideas and avoid bias can create an imagined success to keep motivating subordinates only with words. All these manipulations give a false reality and undermine the authority of a leader and the whole organization.

Conclusion
Transformational leadership style is contradictive. On the one hand, such leaders make an enormously essential contribution to every organisation. They deliver vision, mission, new strategy, perspectives and ideas. These bosses motivate and inspire employees with individual approaches and help them to nurture potential because of noticing and understanding their talents and strengths. Nevertheless, on the other hand, even with the gift of presenting the vision, such leaders can have narcissistic traits and mishandle them. Putting ego and own goals first prevents the possibility of building a proactive, modern community in the organization that can make a revolution in organizational consciousness through his efforts and results. 
Another aspect to mention is the importance and ambivalence of communication. Effective communication can influence subordinates’ enthusiasm and desire to set and achieve goals. Individual communication increases the value of the follower. Besides, leaders can misuse communication and use it manipulatively to uphold the role of a ‘great-man.’ Proper communication increases organizational performance, and the opposite reduces organizational chances to develop fast.
To sum up, the focal point is to keep the balance between being prosocial and charismatic transformational leaders, delivering power and using communicative skills in the position. Moreover, a leader should recognise personal traits which can negatively affect the organisation and be able to manage them in order not to step on the autocratic and controlling way of leading. 
Transformational leadership alters the relationship between a leader and employees and approaches interconnecting high morale, shared vision, sense of community and respect. In addition, Western (2008, p. 72) asserts that leadership is not static; it is an ongoing modification process. So, Transformational leaders reveal new negative and positive qualities and the Transformational leadership style became the basis for forming new ones.































Appendix

The name: Non-Governmental Organisation "Academy of Science." 
The aim: The organisation focuses on educating and developing the capabilities of young individuals across the country. Specifically, to allow young, gifted youngsters to join the circle of science and participate in international competitions with their scientific projects. 
The prominent academic formed the organisation in 1999. In 2022 there are five departments and 60 people in charge. The departments work with internal projects, communications office, and international organisations. It has a permanent Director, but the Deputy Director for International Relations was changed two years ago. Therefore, the new vision and strategy in the international field were settled.
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