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[bookmark: _Toc236409158]Introduction 
The importance of effective leadership has increased significantly as contemporary organisations operate in increasingly complex, competitive and rapidly changing business environments. This essay focuses on Daniel Goleman's leadership styles and their contribution to organisational success, examining how different leadership approaches influence employee performance, innovation and sustainable growth. Northouse (2025) defines leadership as a process through which an individual influences a group to achieve shared goals, demonstrating that leadership extends beyond formal authority and managerial control. Leadership styles also influence organisational culture, innovation and employees' willingness to contribute beyond their formal responsibilities (Khan et al., 2020). Daniel Goleman's framework identifies six leadership styles that leaders can adopt according to different organisational situations. The purpose of this essay is to define leadership, critically evaluate visionary, democratic and coaching leadership, assess their advantages, disadvantages and business applications, and identify the essential leadership skills required by contemporary leaders to address complex organisational challenges and support sustainable organisational growth.
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Figure 1 Daniel Goleman’s Six Styles of Leadership
[bookmark: _Toc236409159]Main Body:
[bookmark: _Toc236409160]1. Understanding Leadership 
In the process, leadership can be defined as the ability of an individual to motivate others to achieve the same goals in an organisation. However, Northouse (2025) states that leadership is not restricted to formal power as it also relies on relationships, direction and the ability to inspire a group to work together. While management is more likely to be interested in planning, organising, controlling resources and keeping things going, leadership is more concerned with establishing purpose, inspiring commitment and leading change. Both functions are however, essential as organisations need strategic direction, as well as effective administration.
Leadership helps to "set the tone" for the success of an organisation by influencing employee expectations and what they understand about goals. Recognising and linking employees' actions to organisational goals can help them become more motivated. It can also help to enhance performance by fostering cooperation, discretionary effort, and responsible behaviour. Khan et al. (2020) demonstrates the importance of the interaction between organisational culture and citizenship behaviour and how this can affect innovation through leadership styles. Leadership thus influences people's performance and the broader environment in which trust, creativity and collaboration thrive.
[bookmark: _Toc236409161]2. Goleman’s Leadership Styles
[bookmark: _Toc236409162]2.1 Visionary Leadership 
Visionary leadership creates a clear and compelling vision of an organisation's future. The leader conveys the direction of the organisation, the need and the process of change and how staff can help fulfil the goals of the organisation. They include strategic direction, confidence, optimism and relating day-to-day tasks to the organisational purpose. Instead of micromanaging all activities, visionary leaders set the direction and give employees some latitude in how they will get there.
The greatest benefit of this style is that it fosters alignment and common purpose. When staff have some insight into the purpose of their work, and its importance to future success, their efforts can be increased. In addition, visionary leadership can foster innovation, as workers are provided with guidance without too much limitation. Leaders who are effective can facilitate the adaptability of their organisation by providing space for existing activities and new ideas to interrelate (Schulze and Pinkow, 2020).
But a vision can lose its effectiveness if it is not backed up by a realistic range of resources, planning or employees' consultation. Visionary leaders might overlook the details of running the business or make up their own mind. A technology firm launching a digital service, for instance, might adopt this approach to bring different functions together to embrace transformation. However, it is still necessary to consult with the public democratically and to establish certain management controls to deal with practical, financial and ethical issues.
[bookmark: _Toc236409163]2.2 Democratic Leadership 
Democratic leadership is a form of leadership in which employee involvement is a key element in decisions that directly affect their work. The leader has the final say, but team members are encouraged to offer their ideas, suggestions for solutions and their expertise. The key elements in this style are collaboration, listening, openness and participation. It is especially useful when there are employees who have information that the senior managers don't.
When employees are involved in decision-making, decisions may be better since they are more exposed to customers' needs and issues and have a better insight into them. It can also increase motivation and team spirit since if they have been involved in the decision, they are more likely to support it. According to Ahad et al. (2024) participative leadership can reduce psychological exhaustion among employees and can enhance their work experience if they are involved and supported in their job. Democratic leadership also can foster creativity, especially when organisational culture is conducive to cooperation and creative actions (Khan et al., 2020).
The major drawback is that consultation slows down decision making. Challenges can arise from lengthy discussions leading to disagreement, and workers can feel frustrated when their input is dismissed. It is therefore not the best choice for urgent action in an emergency situation. For instance, designers, engineers, marketers and customer-service workers could be asked to enhance a product for a product-development company. Democratic leadership has less leadership focus and promotes greater employee ownership, and is best when time and expertise allows for true consultation.
[bookmark: _Toc236409164]2.3 Coaching Leadership 
Coaching leadership concentrates on developing employees’ long-term knowledge, confidence and capability. Coaching leaders recognise and assess individual strengths and weaknesses, give feedback, agree development objectives and provide opportunities for staff to practice new skills. The relationship is developmental, not completely supervisory, as the leader relates the employee's career goals to the needs of the organisation.
This may help boost employee engagement as they see the organisation is investing in them. Wang et al. (2022) have identified that coaching leadership fosters the feeling of having achieved a gain at work, and Park et al. (2021) have connected coaching practice of managers with the commitment of employees in the process of personal learning. Responsible initiative is another area where coaching can foster. Coaching leadership can encourage constructive deviance, which involves personnel questioning existing practices to serve the organisation's interests, suggest Cui et al. (2022).
However, it takes time, trust and employees who want to learn to coach. It might not work immediately, and if ineffective feedback is given, it may lead to loss of confidence. Thus, it is not as suitable in emergency situations or in situations of serious performance failures in which it is necessary to take urgent action. A professional-services firm, for instance, might let new hires get paired with senior staff members who can serve as mentors and gradually give them more difficult client work. Coaching focuses on development and learning instead of direction, whereas visionary leadership focuses on direction. 
[bookmark: _Toc236409165]3. Essential Leadership Skills in Modern Organisations
[bookmark: _Toc236409166]3.1 Emotional Intelligence
EI helps leaders identify and manage their emotions as well as understand the emotions and responses of others. Empathy assists leaders to respond fairly and sensitively to employees, while self-awareness enables leaders to acknowledge how their actions impact employees. Relationship management allows leaders to establish trust, handle disagreement and adjust their behaviour to different individuals. Coronado-Maldonado and Benítez-Márquez (2023) identify an important relationship between emotional intelligence, leadership and effective team functioning. This competence is relevant to Goleman's three styles as the visionary leader must inspire, not command; the democratic leader must deal with the tension between conflicting views; and the coaching leader must be sensitive in talking about weaknesses and development requirements.
[bookmark: _Toc236409167]3.2 Communication Skills
Clear communication of organisational aims, active listening and making everybody's understanding of aims and priorities clear is the responsibility of leaders. Communication can reinforce engagement as employees are more likely to give back if they receive good, reliable information and are given the chance to voice concerns. It also helps build trust and resolve conflicts by minimising uncertainty and fostering respectful dialogue. Communication needs to be a dialogue, a two-way street where leaders connect people with the organisation's mission, rather than simply give people orders.
[bookmark: _Toc236409168]3.3 Decision-Making and Adaptability
Today's leaders work in digital ecosystems, with competitive and tech-savvy environments. They are required to examine the evidence, identify risks and make decisions as necessary, but not believe that any one leadership approach is right for every situation. In this paper, Schulze and Pinkow (2020) suggest that it is the role of a leader to establish a space that can become adaptive and enable organisations to act on complexity and develop new solutions Being adaptable therefore requires flexibility in visionary, democratic and coaching behaviours to suit the task, urgency and skills of the employees. Resilient leaders also need to be steady when things go wrong and help employees to learn from their problems rather than blame them.
[bookmark: _Toc236409169]3.4 Ethical Leadership
Ethical leadership requires integrity, accountability and consistency between organisational values and leaders’ actions. Leaders should consider how decisions affect employees, customers, communities and long-term reputation. Combined with emotional intelligence, communication and adaptability, ethical judgement supports trust, responsible growth, innovation and sustainability without sacrificing stakeholder confidence or organisational values during change.
[bookmark: _Toc236409170]Conclusion 
Leadership is the process of influencing individuals and teams to achieve shared organisational goals while creating direction, commitment and continuous improvement. This essay has shown that visionary, democratic and coaching leadership each offer distinct advantages depending on organisational circumstances. Visionary leadership is most effective when organisations require strategic direction and change, democratic leadership strengthens employee participation and collaboration, while coaching leadership supports long-term learning, engagement and capability development. The discussion has also demonstrated that emotional intelligence, communication, adaptability and ethical judgement are essential leadership skills for managing contemporary business challenges and sustaining organisational growth. Organisations should therefore invest in leadership development programmes that strengthen these competencies. Leaders should adopt leadership styles according to situational needs, using visionary leadership for transformation, democratic leadership for collaboration and coaching leadership to develop employees and improve long-term organisational performance.
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