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Introduction
Leadership is crucial in determining the success and trajectory of organisations. Smaller companies thrive under hands-on, directive leadership, whereas larger entities necessitate a change in strategy. As organisations increase in size and complexity, the traditional command-and-control model becomes less effective. Jamie Dimon, the Chair and CEO of JPMorgan Chase, point out that leaders should function more as "coaches and conductors than players" (Dimon, 2021). This essay examines the ways in which leadership styles must adapt as organisations grow. It commences with a definition of leadership and its importance in organisational development. Following this, it critically assesses the necessity for a transition in leadership styles, using models such as transformational, situational, and servant leadership, all supported by practical examples. In conclusion, the essay delineates the vital skills leaders need to cultivate in order to remain effective within large organisations and offers recommendations for modern leadership practices.
Defining Leadership and Its Importance
Leadership is generally understood as the capacity to influence, guide, and inspire individuals or groups towards the attainment of common goals. As noted by Northouse (2016), leadership is defined as "a process whereby an individual influences a group of individuals to achieve a common goal." This process does not depend solely on positional authority; it also requires emotional intelligence, effective communication, and a clear vision.
Leadership is vital for numerous reasons. Firstly, it offers direction in uncertain situations, aligning teams with strategic objectives (Schein, 2010). Secondly, strong leadership enhances employee motivation. According to Gallup (2019), teams led by highly engaged leaders exhibit a 21% increase in productivity. Thirdly, leadership encourages innovation. Leaders who promote risk-taking and experimentation cultivate an environment where innovation can flourish.
In smaller organisations, leaders frequently adopt an authoritative approach—making most decisions and closely overseeing operations. This method proves effective in startup settings where agility is crucial. However, as the organisational structure becomes more complex, direct control becomes less feasible. Leaders must empower others to make decisions and lead initiatives autonomously (Whittington, 2023).
Furthermore, leadership is instrumental in shaping organisational culture. Schein (2010) highlights that leaders instil culture through their behaviours and expectations, which subsequently affect overall organisational effectiveness. In larger organisations, consistent and adaptable leadership is essential for maintaining cohesion across diverse teams.
In conclusion, leadership is a dynamic and essential component of organisational success, particularly during times of growth and transformation.





Evolution of Leadership Styles with Organisational Growth
As organisations grow, the constraints of the command-and-control model become apparent. Leaders are required to transition from being decision-makers to enablers, promoting autonomy, collaboration, and adaptability. This section examines how leadership styles must evolve, underpinned by significant theories and examples.
· Transformational Leadership - Transformational leadership is characterised by the ability to inspire followers to surpass expectations through a collective vision and personal growth (Bass, 1985). Essential elements include intellectual stimulation, inspirational motivation, idealised influence, and individualised consideration. 
Satya Nadella’s leadership at Microsoft serves as an exemplary case. After assuming the role of CEO in 2014, Nadella transformed the company’s culture from one of internal rivalry to one of collaboration. He advocated for a “growth mindset,” which led to renewed innovation and a market capitalisation of $2 trillion (Ibarra, 2019).
This model is particularly effective in large organisations as it facilitates strategic alignment while empowering lower levels of the hierarchy.

· Situational Leadership - The Situational Leadership Theory, developed by Hersey and Blanchard (1969), posits that effective leadership is contingent upon the context. Leaders should modify their style according to the competence and commitment of their followers, employing four styles: directing, coaching, supporting, and delegating. 
In a growing organisation, various departments may necessitate distinct approaches. For example, Alphabet, Google’s parent company, implements situational leadership across its varied portfolio of subsidiaries, ranging from established units like Google Search to innovative ones like Waymo. This adaptability in leadership style promotes productivity and innovation.

· Servant Leadership - Servant leadership, a concept introduced by Greenleaf in 1970, emphasises the development and welfare of individuals and communities. It encompasses active listening, empathy, and a sense of stewardship.
Tony Hsieh, the former CEO of Zappos, is a prime example of servant leadership in action. He placed a strong emphasis on employee satisfaction and autonomy, which cultivated a distinctive customer-focused culture. The self-managed teams at Zappos were empowered to make decisions without bureaucratic hindrances, allowing for agility even as the company expanded (Greenleaf, 1977).
This leadership approach is particularly beneficial in large organisations where there is a risk of cultural fragmentation. It aids in preserving a human-cantered ethos.



· Coaching Style in Practice - Coaching leadership is cantered on nurturing individuals to achieve their full potential. It includes regular feedback, tailored support, and performance enhancement. Goleman (2000) identifies the coaching style as one of the six primary leadership styles grounded in emotional intelligence.
As Jamie Dimon (2021) points out, CEOs need to adopt coaching roles as their organisations evolve. At IBM, a leadership transformation initiative was launched to assist senior managers in shifting from technical positions to coaching roles. This transition allowed the company to stay competitive and agile in the face of technological changes (IBM, 2020).
Coaching promotes decentralised decision-making while ensuring alignment with the organisational strategy.

· Limits of Command-and-Control - The command-and-control leadership style, marked by centralised decision-making and restricted autonomy, is effective in small or high-risk environments. However, it tends to falter in larger organisations due to bureaucratic processes and employee disengagement (Goleman, 2000).
Although this model is effective in compliance-oriented sectors such as the military or manufacturing, it hampers creativity and responsiveness in competitive markets. As organisations grow, they necessitate distributed decision-making and collaborative innovation—results that are seldom realised through authoritative leadership.



Essential Leadership Skills in Expanding Organisations
As organisations grow, leadership shifts from direct oversight to a focus on influence, guidance, and strategic vision. The following skills are crucial for leaders in expanding organisations:
Emotional Intelligence (EI): According to Goleman (1995), EI—which includes self-awareness, empathy, and relationship management—is vital for managing diverse teams and promoting collaboration.

· Strategic Thinking: Leaders are required to comprehend industry trends, customer needs, and organisational capabilities to make informed long-term decisions (Northouse, 2016).

· Delegation and Empowerment: Effective delegation enables leaders to concentrate on vision while empowering others to carry out tasks (Blanchard & Hersey, 1969).


· Communication: Clear and consistent communication is critical for maintaining organisational alignment and boosting morale (Schein, 2010).

· Change Management: Leaders must be skilled in guiding teams through periods of uncertainty and transformation (Kotter, 2012).


· Coaching Skills: It is essential for leaders to facilitate employee development to ensure sustained performance and innovation (Goleman, 2000).


Conclusion and Recommendations
In conclusion, leadership must evolve in tandem with organisational growth. While authoritative leadership may be suitable for small-scale operations, larger firms require a shift toward coaching, transformational, situational, and servant leadership styles. These models highlight empowerment, collaboration, and strategic alignment.
Real-world examples from Microsoft, IBM, Zappos, and JPMorgan Chase demonstrate how adaptive leadership drives innovation, engagement, and long-term success. Leaders in contemporary organisations must develop critical skills including emotional intelligence, strategic thinking, communication, and change management.

Recommendations:
To succeed in today’s complex business environment, leaders should:

· Embrace coaching and servant leadership to foster autonomy and trust.

· Continuously develop emotional intelligence to manage diverse teams.

· Prioritise communication and adaptability to maintain alignment amid change.

· Invest in leadership development programs that focus on people management.

· By shifting from control to empowerment, leaders can build resilient, innovative organisations ready for sustained growth
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