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Transformational Leadership Theory
[bookmark: _GoBack]There are various strengths associated with the transformational theory of leadership. One such strength is that it is an approach that engages the full person. This is to say that the leadership advanced by the theory seeks to engage all the team members through a set of frameworks. This is critical for the organization to achieve its objectives. It offers team members a chance to identify the visions and identify the avenues to be used to achieve this. This makes the members feel part of the team. Another strength is that it enables new corporation visions to be formulated easily (Nawaz & Khan, 2016).  The fact that it allows full participation of the members who are motivated ensures that the visions for the organization are identified within the shortest time and proper framework laid out. This is in contrast to other leadership approaches that take a long time to come up with visions simply because the leader has to do it alone.
 Another key strength of the transformational theory is that it allows leaders to create change. The leadership is set up in such a manner that it allows the team leader and the members an opportunity to create change that they can manage (Tepper et al., 2018). As such, they can follow up on the changes created and ensure that they are fully implemented. Thus, they can own the change and take responsibility for any situation that may arise.
Transformational leadership theory also has the strength of creating enthusiasm in the organization (Cote, 2017).  The team leader inspires and motivates them with little supervision and this makes them feel that they are important to the organization. The fact that they are allowed to come up with visions for the organization creates an atmosphere of excitement and enthusiasm. They feel they will be credited for the vision created and thus put all effort into coming up with a realistic and efficient vision.
Despite the strengths outlined above, trait leadership theory also has limitations attached to it. One such limitation is that it can be risky and disruptive (Nawaz & Khan, 2016). The process of creating change from time to time can result in higher risks being taken that in the end may hamper the organization. It allows for constant identification of change which in the end may hurt the organization rather than help it. The transformational leader may be fixated on introducing several changes as opposed to delivering on the objectives. The leader and the team will focus much on initiating new changes and this may backfire in the end. 
Another limitation is that the approach needs a continuous feedback loop. This is to say that it requires a long period and a constant channel to ensure that the enthusiasm of the team members is maintained (Carleton, Barling & Trivisonno, 2018). Any breakdown in this is likely to lead to the end of the enthusiasm created. Transformational leadership theory also has the limitation of empowering team members thereby leading to loss of power of the leader. There is too much focus on the employees and their well-being and this may affect the team leader negatively. Any disagreement that may arise may go in favour of the employees as the leader seeks to encourage them to perform (Tepper et al., 2018). Thus, the leader ends up with no power at all.
I have witnessed an example of the transformational leadership theory in practice at my place of work. The new overall manager, who is also the team leader in my organization has adopted this transformational approach to leadership which has seen more engagements between the leader and the employees. There is much association as opposed to previous times. The employees have been given the freedom to participate in the creation of vision objectives for the company which has in turn generated a lot of enthusiasm. This is because such a thing had not been happening previously. This has demonstrated the strengths of the theory in that employees are more engaged and that the vision of the company has been formulated at a much faster rate. In terms of limitations, there has been a general sense of empowerment that has left the leader exposed in terms of the authority that he wields. The leader has allowed too much freedom to employees to formulate objectives and goals that do not identify with the mission and vision of the organization in the long term this could be risky for the company in the long run as some employees seem to be creating divulging visions that do not resonate with the main goal of the organization. Therefore, the example attests to the strengths and weaknesses associated with transformative leadership theory.
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