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Introduction
[bookmark: _Int_N5uiblqb]Leadership is fundamental to shaping organisational culture, motivating employees, and achieving strategic goals. In an era characterised by volatility, uncertainty, complexity, and ambiguity (VUCA), effective leadership has become essential for navigating change and ensuring sustainable performance. Daniel Goleman’s (2000) emotional intelligence-based model identifies six leadership styles—coercive, authoritative, affiliative, democratic, pacesetting, and coaching—each with distinct emotional competencies and situational relevance.
This essay explores three of these styles: authoritative, democratic, and coaching leadership. It analyses their characteristics, advantages, and limitations, and provides practical examples of when each is most effective in business contexts. Furthermore, the essay examines the essential leadership skills required in contemporary organisations—such as emotional intelligence, adaptability, communication, and strategic thinking—that enable leaders to respond effectively to complex challenges and foster organisational growth. Ultimately, the essay highlights how leaders who integrate these approaches can build resilient and high-performing teams in today’s dynamic business environment.

Defining leadership
Leadership can be defined as the process of influencing others to achieve shared objectives. Northouse (2022) describes leadership as a process whereby an individual influences a group of people to accomplish a common goal. Similarly, Yukl (2013) defines leadership as the ability to influence, motivate, and enable others to contribute to the success and effectiveness of organisations. Kotter (2012) argues that effective leadership involves setting direction, aligning people, and motivating them to overcome challenges.
 In contemporary organisations, leadership extends beyond the management of tasks to the development of people and culture. According to Goleman (2000), emotionally intelligent leaders—those who understand and manage their own emotions and the emotions of others—are better equipped to foster collaboration and drive performance. His model of six leadership styles, derived from emotional intelligence competencies, illustrates how leaders can adapt their behaviour to meet the needs of different situations.
1. Authoritative Leadership Style
[bookmark: _Int_PijIHOJv]Characteristics
 The authoritative (or visionary) leadership style is defined by a powerful sense of vision and direction, coupled with the ability to inspire and mobilise people towards achieving shared goals (Goleman, 2000). Authoritative leaders articulate a compelling purpose, communicate high expectations, and provide clear strategic direction while allowing employees the autonomy to determine how to achieve results. This style is typically associated with leaders who display confidence, empathy, and optimism.
Advantages and Disadvantages
The primary advantage of the authoritative style lies in its ability to create clarity and alignment. Employees understand how their roles contribute to the wider mission, fostering motivation and engagement (Goleman, 2000). It encourages innovation and initiative, as employees are empowered to act within a defined vision. However, this style may be less effective in situations where employees are more knowledgeable than the leader or when collaboration is essential for decision-making. Overuse can also lead to perceptions of authoritarianism if not balanced with empathy (Northouse, 2022).
Example of Effective Use
The authoritative style is particularly effective during periods of strategic transformation or organisational change. For example, when Satya Nadella assumed leadership at Microsoft in 2014, he adopted a visionary approach to redefine the company’s culture around empathy, collaboration, and innovation. His clear strategic vision and emotionally intelligent leadership revitalised Microsoft’s performance and fostered growth in cloud computing and artificial intelligence (Goleman, 2000; Kotter, 2012). Similarly, in start-ups or newly restructured organisations, authoritative leadership helps establish clear direction and unify teams under a shared purpose.

2. Democratic Leadership Style
Characteristics
The democratic leadership style emphasises participation, inclusion, and collaboration. Democratic leaders seek input from team members, encourage open dialogue, and involve employees in decision-making (Goleman, 2000). They value diversity of thought and create an environment of trust and psychological safety where employees feel their contributions are valued.
Advantages and Disadvantages
This style promotes employee engagement and commitment, as individuals are more likely to support decisions in which they have had input (Yukl, 2013). It enhances creativity and innovation by integrating multiple perspectives and fosters a sense of belonging within teams (Goleman, 2000). However, the democratic approach can be time-consuming and may slow decision-making when consensus is difficult to achieve. It also requires strong facilitation and emotional intelligence skills to manage differing viewpoints and prevent conflict (Northouse, 2022).
Example of Effective Use
The democratic style is highly effective when organisations aim to stimulate innovation or solve complex problems. For instance, Google uses participative leadership within its product development teams, encouraging collaboration and idea-sharing to drive innovation. This inclusive culture allows employees to contribute freely and results in creative solutions that enhance product quality and market competitiveness (Yukl, 2013). Similarly, in professional service firms such as consulting or research organisations, democratic leadership is beneficial where decisions rely on the collective expertise of highly skilled employees.



3. Coaching leadership style
Characteristics
 The coaching leadership style focuses on personal growth, learning, and long-term development. Goleman (2000) explains that coaching leaders help individuals identify their strengths and weaknesses, set personal goals, and align them with organisational objectives. Coaching leaders prioritise employee development over short-term performance metrics and invest time in mentoring and providing constructive feedback.
Advantages and Disadvantages
 Coaching leadership encourages employee engagement, motivation, and retention by demonstrating genuine concern for personal development (Goleman, 1998). It builds a learning-oriented culture that supports innovation and adaptability. Coaching leaders also strengthen trust and psychological safety, which are essential for creativity and collaboration. However, the approach can be time-intensive and less effective when employees lack self-awareness or resist feedback (Northouse, 2022). Furthermore, in crisis situations where immediate decisions are required, coaching may be impractical.
Example of Effective Use
 This style is most effective for employee development and talent management. For example, IBM has implemented leadership coaching programmes to nurture emerging leaders and ensure long-term succession planning (Kotter, 2012). In smaller firms, coaching leadership fosters talent development and aligns individual aspirations with organisational goals. In knowledge-intensive industries such as technology or finance, coaching enhances learning agility and continuous improvement, both vital for sustained competitiveness and innovation.


Essential Leadership Skills in Contemporary Organisations
In the modern business environment, leaders must possess a combination of emotional, cognitive, and strategic competencies to lead effectively and support organisational growth.
1. Emotional Intelligence (EI)
 Emotional intelligence remains central to effective leadership. Goleman (1998) identifies five dimensions—self-awareness, self-regulation, motivation, empathy, and social skills—that enable leaders to build trust, manage conflict, and influence others constructively. Leaders with high EI can adapt their style appropriately and foster positive workplace climates that enhance performance.
2. Adaptability and Agility
 The increasing pace of technological and market change requires leaders to be adaptable and agile. According to Heifetz, Grashow and Linsky (2009), adaptive leaders embrace uncertainty, encourage learning, and mobilise teams to experiment and respond to new challenges.
3. Communication and Collaboration
 Clear, empathetic communication and strong collaboration are critical in diverse, often hybrid workplaces. Effective communication ensures alignment with organisational vision, while collaboration leverages collective intelligence and builds trust (Yukl, 2013).
4. Strategic Thinking and Vision
 Strategic leadership involves anticipating future trends and making informed decisions that ensure long-term sustainability. Kotter (2012) asserts that visionary leaders provide purpose and direction, helping teams focus on priorities and align with strategic goals.
5. Digital Literacy and Innovation Mindset
 As digital transformation accelerates, leaders must understand and embrace technological change. Digital literacy enables them to integrate innovation into organisational strategy and make data-driven decisions (Northouse, 2022).
6. Ethical and Sustainable Leadership
 Ethical leadership, grounded in integrity and responsibility, is increasingly vital in addressing environmental, social, and governance (ESG) expectations. Leaders who demonstrate ethical values foster stakeholder trust and support long-term organisational resilience (Heifetz et al., 2009).
Collectively, these skills empower leaders to manage complexity, navigate disruption, and drive sustainable organisational development. Leaders who combine these competencies with contextually appropriate leadership styles can build adaptive, innovative, and purpose-driven organisations.

Conclusion
Effective leadership in contemporary organisations requires emotional intelligence, adaptability, and a deep understanding of human motivation. Goleman’s (2000) model provides a valuable framework for understanding how leaders can adapt their styles to suit different contexts. The authoritative style inspires direction and vision during change, the democratic style fosters collaboration and inclusivity, and the coaching style supports personal and professional growth. Each has distinct advantages and potential drawbacks, but the most successful leaders are those who can flexibly blend styles to meet situational needs.
 In an era of constant technological and organisational change, essential skills such as emotional intelligence, communication, strategic thinking, and ethical awareness are crucial for leading effectively. Leaders who cultivate these capabilities and apply them appropriately will not only enhance performance and innovation but also contribute to sustainable organisational growth and resilience.
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