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Introduction 
Leadership is an integral component in the success of an organisation because it affects employee attitudes and behaviours, organisational climate and the formulation of decision-making as well as influencing the implementation of strategic plans. As contemporary organisations are operating in more complex, turbulent situations caused by continuous technology developments, diverse workforce and dynamic employee expectations, leaders cannot rely solely on a formal position of authority; it requires influencing employee attitudes and behaviours toward the achievement of organisational goals and managing change as well as adaptability to circumstances and organisational environments (Northouse, 2021). Emotional intelligence is becoming especially prominent because effective leadership relies on leaders' abilities to understand and manage their own and others' emotions as well as building cooperative relationships with employees and various other stakeholders (Miao, Humphrey and Qian, 2021).
The leadership approach outlined by Daniel Goleman defines six leadership styles which can be employed by leaders based on specific situational needs. This essay aims to investigate the visionary, democratic and coaching leadership style in business with regards to their descriptions, benefits, limitations and their application. In addition, other core modern leadership competencies that contribute to sustainable organisational development; emotional intelligence, communication, adaptability and decision-making; will be explored in detail (Goleman et al., 2023).
1. Leadership in the Modern Business Workplace
 Leadership can best be defined as a process whereby a person influences a number of persons to voluntarily strive together to achieve some goal. While leadership and management are intimately related, they tend to be differentiated through a greater emphasis placed on influence, motivation, communication and relationships in leadership compared to a greater emphasis on planning, organizing and controlling work in management (Northouse, 2021). Effective organisations necessitate leaders who, in addition to strategic vision, possess the wherewithal to involve the workforce, this is particularly so as modern leader's face the challenges of diversity, technological change, flexibility in working structures whilst delivering sustained performance (Cortellazzo et al., 2020). 
Goleman's concept is notably useful, as, unlike more rigid style theories, Goleman's approach readily acknowledges the need for managers to adopt different styles depending on the abilities of those being led, the objectives to be achieved and any given scenario. 
There six 'leadership styles' namely: visionary, affiliative, coaching, democratic, pacesetting and commanding style and they have a varying impact on the people in an organisation and the working atmosphere in the organisation. Current research in leadership studies also highlights that it is more about how leaders adjust behaviour in varying working environment's that will ultimately lead to increased team involvement and increased organisational output (Benmira and Agboola, 2021). Therefore, leadership comes about not because people occupy authoritative position but based on their ability to adapt and fit a style of leadership based on context.
2. Visionary leadership style
A visionary leadership style is centred on the creation of future direction. In a visionary style leader, the objectives of each individual employee can be perceived as aligning with the vision of the entire organisation. A visionary leader would not attempt to dictate each task to each employee. The focus is on presenting inspiring goals and giving them the autonomy as to how to fulfill the objectives. 
The visionary style will be best effective for organisational change because an individual employee would more easily support change in an organisation where they understand their role and the desired outcomes. As evidenced by research findings, visionary leadership can increase an employee’s commitment, innovative behaviours and the performance of an organisation due to shared sense of direction for an organisation (Kearney et al., 2020). As such it may prove quite beneficial when an organisation is engaging a new strategy, taking on new markets or digital transformation.
An advantageous aspect of the visionary style of leadership is that it provides motivation to the employees toward longer-term goals within an organisation and allows for a focus on innovation and autonomy. A well thought out vision can also direct employees during difficult times and allow workers to see the relationship between the work they do and the overall health of the organisation. The potential drawback of visionary leadership is that its vision may not be achievable in real-life situations where the leader is unable to implement the necessary plan, and the workers do not understand how to achieve goals set. The vision may also be overly reliant on the ideas and directions of the leaders thus restricting employee autonomy and participation during strategic decision-making processes (Benmira and Agboola, 2021).
3. Democratic Leadership Style 
Democratic leadership involves the employee in the process through collaboration, and consultation, while the leader encourages the participations in decision-making. In this style, ideas and feedback from the employees are encouraged before any major decisions are finalized thus enhancing the involvement, and the ownership of the employees (as explained). The participative leadership style of the democratic style of leadership, in line with, that the organisation in which employees have opportunities contribute ideas and knowledge to the process. This will lead to increased level of commitment and innovative behaviour among employees in an organisation (Chan, 2020,). 
For instances, it applies in organisation when a company is creating new products, making modification in working environments, or looking solution to a complicated issue, and everyone holds a specific type of experience which is needed (Kouzes & Posner, 2017) [3]. 3. Democratic leadership leads to better communication among employees, and more support to final decisions. While most employees might actively commit themselves to the final decisions, their involvement can significantly delay processes of decision making especially, when opinions differ (Northouse, 2021). In an emergency, and prompt action is needed, Democratic leadership should be avoided, as this type of style should, be carefully utilized to facilitate empowerees and productivity. 
For instance, when something happens during a work or safety-related problem, waiting for a general consultation will have some harmful consequences.
4. Coaching Leadership Style
The focus of a coaching leadership style is to build individual skills and abilities of the employees to enhance long-term performance by providing feedback, individualized coaching and support. By understanding an individual employee’s strengths and areas of development, leaders under the coaching style aim to inspire employees to take ownership of their development. Henceforth a coaching leadership style is appropriate when the organisation needs to build capabilities within an organisation or where its employees need to be groomed for higher level of job responsibilities and further promotions. 
Previous research indicates that leadership coaching can positively impacts on the employees’ learning ability, psychological capital, and workplace performance if the employees’ developmental relationships are built as well (Grover and Furnham, 2021). For instance, a manager introducing a new set of digital applications can use coaching conversation together with continuous feedback mechanism to support staff learning to build new skills while ensuring they do not lose faith during this organisation changes.
The major benefit in terms of fostering existing employees, which may assist with retention, succession planning and developing a talent pool which can support long term needs and challenges. There’s a level of time & dedication required from managers & staff members for effective coaching to happen and thus it might be a more effective strategy if staff want to develop or for areas with lower needs of rapid results. In this scenario, managers would understand whether developmental advice is applicable or when a more directive style is best (Lacerenza et al., 2020).
5. Essential Skills for Contemporary Leaders
To lead efficiently in today’s complex organisational setting, modern leaders need a balance of interpersonal and strategic (in addition to technical/technological) competences. Emotional Intelligence will be the key interpersonal skill as it equips leaders to develop better self-awareness, empathy and to manage their emotions, accordingly, thereby fostering understanding of employee needs, conflict resolution and healthy relationships. It has already been shown that emotionally intelligent leadership tends to influence positive attitudes and positive outcomes for employees and organisations further emphasizing the need for this skill beyond pure technical management skills (Miao, Humphrey and Qian, 2021). Just as critical for leaders is effective communication, as organisational goals are not simply to be defined but are to be communicated, actively and receptively listened to and feedback provided, more so in the hybrid and heterogeneous working environments we work in today (Newman and Ford, 2021).
In today’s changing organisations forced to adapt to technological disruptions and volatile markets, adaptability, critical thinking and digital proficiency are also becoming crucial competences. Leaders must be ready to critically analyse information, adapt strategies and leadership behaviour rather than rely on constant styles; digital transformation mandates Leaders must understand and keep pace with advancing technology as well as guide and support employees through technological change (Kane et al., 2022). Leaders must complement these by ethical competence so they might better weigh business results against employee welfare and long-term sustainability. Essentially, effectiveness of leaders is now as much (if not more so) dependent on dynamism and learning, as compared to reliance on steadfast rules of management (Contreras, Baykal and Abid, 2020).
Conclusion
In summary, visionary, democratic and coaching leadership have distinct advantages and disadvantages depending on circumstances. Visionary leadership can set an appropriate course when embarking on transformation, democratic leadership can improve involvement and creativity within the organisation and coaching leadership assists employees in their development. All three styles, however, have their weaknesses, emphasizing the need for leaders to avoid excessive use of one specific leadership style. 
The modern leader needs the competencies to demonstrate emotional intelligence, develop communication skills, adapt their style to the situation, demonstrate a digital competence, and to use judgment and critical decision making to determine how to exhibit the most appropriate behaviour (Benmira and Agboola, 2021). Companies need to provide ongoing training and opportunities for development, encouraging leaders to blend styles in a way that creates greater employee performance, organisational resilience and long-term growth.
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