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Three leadership styles and their importance in a business 

[bookmark: _Toc1360851603]1. Introduction
Leadership is very important for any organisation to be successful, especially in a constantly changing and competitive business world. It can be described as ‘a process of leading a group and influencing that group to achieve its goals’ (Robbins and Coulter, 2021, p. 481). This is not only managing work, also guiding, supporting and motivating people to achieve common goals. 
Good leaders motivate people by articulating the organisation’s vision, supporting employees to recognise the vision, and reward recognise and reward success (Kotter, 2001, p. 8). Management mainly focus on planning, organising, and controlling work and other hand, leadership focuses on vision, inspiring people and building strong relationships between the organisation and the employee.
Daniel Goleman introduced different leadership styles based on emotional intelligence. His idea shows that there is no single best way to lead, leaders change their style depending on the situation and the needs of their team. This essay explores Daniel Goleman’s leadership styles focusing on affiliative, democratic and coaching leadership. In addition, it discusses the key skills leaders need today and how these skills help improve business growth, employee motivation and sustainable growth.
[bookmark: _Toc1006738795]2. Affiliative leadership
Affiliative leadership is building strong emotional connections and relationships within a team. Leaders who use this style care a lot about people’s feelings, wellbeing and happiness. They focus more on keeping the team happy and united rather than only completing tasks. Their main aim is to create trust, reduce conflict and make a positive and friendly environment.
Affiliative leadership is an example of ‘transformational leaders’ as opposed to more individual or ‘transactional leaders’. A transformational leader works to ‘stimulate and inspire followers to achieve extraordinary outcomes, help followers grow and develop into leaders’ by empowering them and aligning their goals (Cole and Kelly, 2020, p. 65). Transformational leaders therefore look to develop their employees and see success through collaboration.
Advantages of this affiliative leadership are helping people work together as a team and building stronger, motivated teams. It improves communication and trust between workers and reduces stress and conflict at work by creating a positive environment where employees feel more loyal and are more likely to stay with the company.
Disadvantages of affiliative leadership are that this can make goals unclear and cause lack of direction if poorly handled, and leaders might avoid giving honest feedback because they do not want to upset others. They may also be ‘so caught up with building relationships that the leader never gets round to facing important decisions’ (Gosling, Jones and Sutherland, 2012, p. 124). Similarly, management might find that such leaders are too close to the workers and will not trust them to carry out their commands (p. 125).
Affiliative leadership worked well during pandemic, this leadership style focused on employees, building trust, giving them emotional support and positive feedback. Employees felt valued even though they worked remotely and were supported to work as a team and carry out their best work. The problem in this style could be unclear direction during a crisis; work could be delayed or does not finish on time if there is not good structure.
[bookmark: _Toc257608813]3. Democratic leadership
The democratic leadership style means managers and employees work together to make decisions. Democratic leadership is also an example of a ‘participative’ decision making process but can come in different forms where decisions are autocratic (manager-led), or based around consultation, joint decisions or delegation (Yukl and Gardner, 2020, pp. 95–96). The manager still makes the final decision in the first two decision-making processes, but employees are encouraged to share their ideas and opinions in the other two.
Democratic leadership has benefits for any organisations. Employer and employee alike feel more valued in a positive and supportive work environment, therefore they are more likely to stay within the organisation for a long time. It improves productivity because employees can share ideas, be creative and work together. This style builds strong trust through open communication between leaders and team members. Employees feel more involved in decisions making, so they are more satisfied with decisions made and there is higher ‘decision quality’ (Yukl and Gardner, 2020, p. 97) when more people contribute their knowledge and experience.
Although democratic leadership has many advantages, there are some disadvantages too. All ideas are treated equal, so leaders listen to all the team members’ opinions meaning decision-making can be slow, every employee also has different levels of experience and knowledge. Some employees may feel disappointed when their ideas are not chosen or feel less enthusiastic if it feels like they are being pushed into a decision they do not agree with, affecting morale and team dynamics.
The Co-operative Group is an organisation that operates on a democratic basis where members vote on key issues, elect members, and stand for election themselves (The Co-operative Group, no date). A democratic system allows Co-op to succeed because it ensures that anyone can have a say in management, so it works especially well in areas with customer engagement like retail. In these situations, employees and even customers can feel more valued to the organisation as a result of the leadership style.
[bookmark: _Toc1328132701]4. Coaching leadership
Coaching is another leadership style that is transformational, based around helping employees to grow and develop through close support and mentoring. This style focuses on leading by example and sharing expertise and skills to improve the work of employees and guide them towards a goal. As a result, the coaching style builds more of an individual relationship between leaders and their employee rather than focused on either the organisation or team specifically. 
Some of the benefits of a coaching leadership style include reinforcing this personal connection between leaders and employees, spreading knowledge across the organisation, and raising future leaders. This also helps to improve morale and trust with employees, empowering them to carry out work with more confidence as they build their skills and experience. Coaches can also be people with the right amount of knowledge, meaning the leadership style can be adopted by many organisations or teams.
There are also drawbacks to this coaching style, especially the fact that it depends on coaches having the right skills to teach and guide and taking on the role with enthusiasm in the first place. Coaches might feel it is not their job to teach employees, similarly those being coached may feel that their mentor is not genuine or the organisation is not fully committed (Gosling, Jones and Sutherland, 2012, pp. 37–38). The organisation also ‘needs to have a developmental attitude’ to effectively use this style. 
The coaching leadership style is best represented through the success of Satya Nadella, the CEO of Microsoft. When he took on his role, the business had started to lose momentum in its growth, so Nadella adopted a growth mindset where everyone would be open to learning. He began modelling the behaviours he felt they needed such as asking everyone for their thoughts and encouraging people to be open about mistakes (Ibarra and Scoular, 2019). This shows a situation where coaching works well, in a business where model leaders show openness to learning and employees follow.
[bookmark: _Toc2049523926]5. Key skills for leaders
To manage effectively, leaders need many skills and behaviours. One way of simplifying this is through Katz’s three-skill approach, including technical, human, and conceptual skills. Technical skills are those of ‘proficiency in a precise type of work’ while human skills enable teamwork and conceptual skills help to formulate goals and ideas (Ecler and Terry, 2021, p. 176). Leaders today should have a mixture of these key skills in order to lead well. 
Technical skills involve those practical skills that are necessary for production. This enables leaders to use their own skills to overcome challenges and support the growth of the organisation through coaching or commanding. Human skills are those that involve collaboration, communication, and interaction with others. A lack of human skills makes for a poor leader who cannot manage their team or drive growth, while a good leader is able to use human skills for democratic or transformational leadership. Conceptual skills enable leaders to create goals and visions for their team and organisation, which is key to sustainable growth as it provides a purpose to the team and helps to create strategies. 
[bookmark: _Toc918506481]6. Conclusion
In conclusion, Goleman’s leadership styles of affiliative, democratic, and coaching are great examples of transformational styles that focus on driving team cooperation, joint decision-making, and leading by example. Affiliative leadership focuses on making teams work well together, democratic leadership makes team members equals and empowers them to make decisions, while coaching leadership involves modelling and sharing expertise. To use these leadership styles effectively, leaders need to be able to adopt Katz’s three-skill approach and demonstrate good use of technical, human, and conceptual skills. These are all important to being able to lead well, problem-solve, and drive sustainable growth.
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