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[bookmark: _Toc225364408]Introduction
Leadership is a key business point of concern since organizations are driven to work under circumstances of digital transformation, high-level competition, mixed employment, and the growing demands of stakeholders. Leadership in such situations is not only about authority but also about making decisions, based on behaviors that are appropriate in each situation, and which assist in getting the people to perform when under pressure. The six-style model by Daniel Goleman is convenient since it does not present leadership as something fixed, but flexible. 
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Figure 1: Six-Style Model by Daniel Goleman
This essay is a critical assessment of three of those styles which include visionary leadership, coaching leadership, and democratic leadership. It maintains that both styles may be extremely useful in business, however, only when combined with strategic context, team maturity and decision speed. The essay continues to determine the essential skills that leaders should have in contemporary society to manage complexity and enable the organization to grow in the long run (Liden et al., 2025).
[bookmark: _Toc225364409]Leadership in contemporary business
The leadership can be conceptualized as the deliberate impact by means of which individuals can shape, organize, and provide mutual activity to reach shared objectives. This is important in the business due to the fact that good leadership provides a path, instills confidence and sets the atmosphere under which workers may choose to do just the bare minimum or even go beyond that. Quality of leadership influences innovation, retention, execution and responsiveness to change in knowledge-intensive organisations (Zuo, 2023).
The model provided by Goleman is particularly applicable since it presupposes that there is no best style, as a matter of fact. Turnaround, product launch, and people-development phase do not demand the same behavior. The worth of any leadership style then is in the time and manner of its application. Visionary style, coaching style, and democratic style are where the present-day businesses are more applicable since they cover strategic direction, development of capabilities, and engagement of employees (Goleman, 2000).
[bookmark: _Toc225364410]Visionary leadership
Visionary leadership focuses on an orientation of direction, selling of a beautiful future and connecting ordinary efforts to a higher cause. This style is particularly relevant in business when organizations become disrupted, lose their strategy or require renewal. It eliminates uncertainty by providing the answer to where the business is heading and the reason as to why the destination is important. Current studies indicate that visionary leadership will foster psychological empowerment and creative performance since employees are more ready to act when they know which way to move in and that their efforts are valuable to the movement (Wang et al., 2024).
Strategic alignment is the key strength of this style. It can gather strength across functions, remain resilient in the face of change and make sense of tough decisions. This will come in handy in market repositioning, digital transformation, or entering new markets. There are weak points about the style, however. When the vision is too abstract, what employees can get is aspiration but no guidance. It may also be too leader-centred in case discussion and feedback are poor. Leaders using well-defined purpose and a certain level of autonomy that allows local adaptation of teams therefore make visionary leadership most effective (Farhan, 2024) .
Microsoft provides a good business case. According to the 2024 Annual Report, the company associates its growth-mindset culture with a history of high performance and long-term capacity development. This is the visionary leadership since organisational direction is put in the context of learning, empowerment, and modelling the future with technology instead of only focusing on close control in the short run. This type of strategy can be particularly effective when making large scale strategic changes since workers require something to cozily follow, otherwise they will not be able to contribute to innovation at a massive scale (Microsoft, 2024).
[bookmark: _Toc225364411]Coaching leadership
Coaching leadership emphasises individual development, capability building and assisting employees to align personal development with organisational objectives. The importance of this style is that most companies are currently competing based on talent, speed of learning and flexibility as opposed to basing their competition on pure material assets. Coaching leaders can use feedback, questioning, and support rather than telling. Studies indicate that coaching leadership has the ability of enhancing creative performance through augmentation of psychological empowerment and positive voice behaviour implying that developmental relationships can enhance innovation and problem solving as well (Hwang et al., 2023).
Its significance is more so in business where employees must reskill time and again as technologies and markets evolve. The most recent review concludes that coaching-based leadership enhances engagement, innovation, and resilience. The style works best when the leaders are preparing future managers, onboarding new employees, or taking the teams through transitions of capabilities. Yet it also has limitations. It cannot be fast, quick or without patience and it might not be applicable during acute crises when people must comply at once. It may also frustrate employees in case developmental conversations are not backed by actual growth opportunities (Colgate, 2025).
Adobe gives a real-life example. Adobe in its Form 10-K filed in the last fiscal year ending in 2025, claims that it embraces talent sharing, career development, and agility and that managers and employees have frequent year-round dialogue regarding contribution and career. Such practices signify the logic of coaching leadership since the development is considered a continuous managerial task. With a knowledge-intensive business, such a strategy aids in growth by enhancing retention, internal mobility as well as preparation to new roles (Adobe Inc., 2026).
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Democratic leadership also referred to as participative leadership is defined as one that consults the employees, inspires voice, and engages team members in the decision-making process. The business value of it is that it realizes that useful knowledge is usually distributed throughout the organization as opposed to being at the top. This is significant since frontline insight is often needed in terms of innovation and operational enhancement. Empirical studies indicate that participative leadership has a beneficial effect on speaking-up behavior and sharing of knowledge, which are critical in learning and continuous improvement (Toufighi et al., 2024).
The advantages of this style are enormous. It has the ability of enhancing commitment as employees will tend to support decisions that they assisted in making. It is also able to reinforce psychological safety and surface risks prior to them growing into bigger failures. Nevertheless, democratic leadership is not always efficient. The consultation process is time-consuming, not everyone can always agree, and over-involvement may make the action slow and accountability blurred. The style is best applied in most instances where the problem is well served by general expertise and when leaders are not confused by the fact that participation is a source of information and not a source of decision (Fatoki, 2024).
A good example is Accenture. The 2024 corporate citizenship report of this company states that the Sustainability Innovation Challenge included close to 2,000 staff members and resulted in close to 370 concepts. This is significant in that it demonstrates the capacity of how structured participation can transform employee voice to innovation. The organization did not view problem solving as highly executive but provided the employees with room to submit ideas that were associated with broader strategic and social objectives. This method is particularly useful in knowledge intensive large companies in which executives require access to diffusive intelligence (Accenture, 2024). 
[bookmark: _Toc225364413]Essential skills for leaders today
Leadership styles depend on how well the leader employs them, and one of the skills involved in this exercise is emotional intelligence. It allows the leaders to perceive social signals, monitor their feelings, and positively control relationships. Emotional intelligence also helps leaders to offer feedback in a non-demeaning way, to negotiate conflict in participative environments, and to keep employees motivated in times of uncertainty. In its absence, even the selection of the leadership style will look non-consistent or disingenuous (Coronado-Maldonado and Benitez-Márquez, 2023).

Digital fluency coupled with strategic judgment is another important skill. The leaders may not be the people who master all the technologies, but they should possess sufficient knowledge in posing appropriate questions, risk assessment, and aligning technological changes with the overall business objectives. Studies on the digital transformation leadership state that successful leaders must have a combination of technical, business, and people-focused skills as current growth issues frequently require data and platforms, automation, cybersecurity, and AI-facilitated change (Muller et al., 2024).
Flexibility, which is facilitated by communication, ethics, and systems thinking, is also crucial. Leaders should have the skill to adapt their style to new circumstances and so convey trade-offs openly. Being able to judge when to be visionary, when to coach, and when to promote wider engagement will help leaders promote more robust and sustainable growth as opposed to just taking short-term profits (Liden et al., 2025).
[bookmark: _Toc225364414]Conclusion
As demonstrated in this essay, visionary, coaching, and democratic styles of leadership are all important in business, although none is always applicable. Visionary leadership is the best where organizations require guidance and revitalisation. Coaching leadership comes in handy particularly when companies need to develop capability as well as retain talents. Democratic leadership is effective when business requires employee voice, sharing of knowledge and collective ownership of innovation. The lesson to be learned in practice is that the business leaders need to diagnose the challenge prior to the selection of the style. The modern-day organization must then produce leaders who are able to communicate purpose, strategically grow people and engage employees in meaningful decision making. These skills will probably support organizational growth and development with the assistance of emotional intelligence, digital fluency, adaptability, and ethical judgement.
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