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Both transformational and transactional leaders can employ similar motivational styles. Indeed, transactional leadership is premised on the aspect of rewards in exchange for duties. Transformational leadership, on the other hand, is premised on the long-term achievements of the employees as opposed to focusing on the transaction alone. In spite of this, the transformational leader can still use the reward system to motivate their employees as it is the case with transactional leadership (McCleskey, 2014). They can still facilitate a reward system that is premised on a balance of Marlow’s hierarchy of needs to motivate their employees to attain their long-term goals. The rationale is that the reward system can be used by any leader whether their focus is on long or short-term goals. Additionally, in both instances, there is need for the leader to react to certain situations appropriately. For instance, the transformational leader also needs to come up with a plan whenever they are faced with a crisis. They would need short-term solutions in this case even though their focus is in the future of the employees. They would also have to focus on the attainment of immediate goals whenever there is a problem that needs to be solved. Similarly, transactional leaders have this as their model when working with the employees. Therefore, one can infer that even transformational leaders borrow from transactional ones when need be. 
It is possible for the leader to be both a transactional and transformational leader but this cannot be a relied upon model of leading the employees. The rationale is that the transactional leader will only go back to the principles of the transaction during emergencies. However, they will maintain their transformational style in all other instances. The leader in this case seeks to aspire the employees to be better versions of themselves (Hamstra et al, 2014). They use different strategies to develop the employees and prepare them for the future. Hence, it is difficult to have this model and still focus on immediate goals. In many instances, transactional leadership requires pressure from the manager. He pressurizes the employees to perform their duties in a specific way and offers rewards. The model cannot work all the time for a transformational leader who wants to inspire the employees into performing duties. He chooses to give them the space and time to mature into their roles. Hence, these two cannot be used interchangeably at all times. I have not seen a leader who successfully used both styles. In my former organization, there was no time for the leader to be use the transformational model since it was always a high-pressure environment that demanded immediate excellence. There was not time for creating a vision, inspiring, and developing the employees who were only taught how to do their jobs well. 
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