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Leadership is a key element in determining the performance of an organisation, the morale of the staff and the long-term development. The modern business environment is competitive and rapidly changing, and requires that the leaders embrace flexible and adaptive styles of leadership that are responsive to the needs of the organisation and employee demands. The leadership model developed by Daniel Goleman can be helpful to explore the role of emotional intelligence in leadership performance. Out of the six styles, Coaching, Visionary and Pacesetting styles are particularly applicable in the new organisations as they facilitate learning, innovation and enhancement of performance (Al Khajeh, 2018). This essay will take a closer look at these three styles of leadership, including their features, benefits, weaknesses, and use in the world of business. Besides, the essay also recognises the most important leadership skills required in modern workplaces, which consist of emotional intelligence, communication, adaptability, and strategic thinking. 
[bookmark: _Toc214106050]Main Body  
Definition of Leadership
The common understanding of leadership is that leadership involves the ability to influence, motivate and direct individuals or groups towards the attainment of organisational goals. It is not only having a position of authority but also leading people in a manner that will motivate them to be committed and perform well. According to Baker (2022), leadership is a process in which a person can influence a group to achieve and follow common objectives. This view brings to the fore the interactive and dynamic relationship of leadership, and not a unilateral exercise of power. In the same vein, Bolden, Gosling and Hawkins (2023) highlight the statement that leadership manifests itself in behavioural patterns aimed at organising, supporting and coordinating the work of the team members. In this perspective, leadership entails daily activities, movements, and activities that leaders employ to influence the workplace setting and motivate group work. Good leaders would not just give orders, but they would develop trust, create good relationships and empower workers to fulfil their potential. The role of leadership in contemporary organisations has been further complicated because of the influence of changing work environments which are changing and the growing diversity of the workforce. Consequently, potential leaders nowadays are supposed to be emotionally intelligent, change their style in various circumstances, and be able to act proactively towards a set of problems, whether internally or externally. Such attributes can allow leaders to adapt in uncertain cases, promote the well-being of employees and maintain organisational performance. In general, leadership in the contemporary environment is an integrated combination of influence, behaviour, emotional sensitivity and strategic responsiveness to the realisation of common organisational objectives (Asghar and Oino, 2018).
Three Goleman Leadership Styles
The authoritative style, also known as Visionary leadership style, focuses on exposing a strong long-term direction to the organisation. Farsighted leaders not only communicate the purpose, they evoke commitment, generate a powerful alignment with employees by making them see how their personal contributions serve the interests of the larger objectives of the organisation. This style is based on emotional intelligence, especially self-confidence, empathy, and the capacity to drive other people (Fischer and Sitkin, 2023).  It has a number of benefits: it gives clear direction, it gives motivation, it helps the employees to cope with the change process, and it also helps to be creative, hence it allows people to choose how this vision may be realised. Nonetheless, the style might not be effective in situations where employees need to be closely guided and will not work in cases where the vision of the leader is unrealistic and the same is not well communicated. The excessive reliance on the charisma of the leader may also inhibit the process of collaboration in decision-making. An example that comes to mind of the Visionary kind of leadership is that of Satya Nadella at Microsoft, whose vision of the growth mindset at Microsoft has changed the organisational culture, enhanced the teamwork, extended the cloud services and also raised the market value considerably. This type of leadership works best in periods of reorganisation of organisations, when new products are being introduced, or when entering new markets (Fries, Kammerlander and Leitterstorf, 2021).
The Coaching leadership style is interested in the long-term professional development of the employees, as it assists them in developing their skills and strengths. This style of leadership gives time to mentoring and personalised feedback to create growth opportunities that are unique to leaders who adopt this leadership style. Empathy, active listening, and effective communication are among the factors that coaching leaders use to facilitate ongoing development. The style increases the confidence in employees, builds relationships at the workplace, and creates a learning culture. It also goes a long way in helping the identification and developing future leaders (Maamari and Saheb, 2018). Coaching has some negative aspects, as it may be time-consuming, especially in big or busy organisations, and this style may be difficult for employees who do not like receiving feedback frequently. It is also not perfect when there is a crisis that involves making decisions quickly. Google and similar companies demonstrate a good example of coaching leadership with frequent one-on-one meetings between managers and employees, and help them develop skills and innovate. A less spectacular scenario can also involve a retail manager coaching new employees by learning their strengths, the sales techniques of the business and providing regular feedback.
Pacesetting leadership style entails a high performance standard, and the employees are expected to reach these standards at all times. Pacesetting leaders are good role models because they do not just set the pace but also tend to get down into the trenches in order to realise the objectives in the shortest time possible. This is a high-performance, fast-achieving style that is best applied to highly skilled and self-motivated employees. It is mostly prevalent in competitive and fast-paced industries like sales, hospitality and technology. Nevertheless, pacesetting, although successful in showing rapid results, may overwhelm the workers, decrease their creativity, and limit their learning opportunities, more so when the leaders are to assume the tasks themselves (Mansaray, 2019).  It can also undermine the idea of collaboration since focus will no longer be on teamwork but speed. The pacesetting style can also be applied by managers of the hospitality industry, such as hotel managers, in the peak seasons, to ensure that they provide high service standards. Likewise, the style is commonly used by tech startup founders who have to meet aggressive product development timelines and beat competitors.
In contemporary organisations, leaders need to have a combination of interpersonal, cognitive, and strategic skills to be successful. As emphasised by Goleman, emotional intelligence is essential; it helps leaders to establish a good relationship, comprehend the needs of the employees, and resolve conflict (Piwowar-Sulej and Iqbal, 2023). Communicating skills are also of the essence in the expression of vision, feedback, and building of trust, especially in multicultural and multinational workplaces. The leaders should also be flexible and adaptable because the world is changing rapidly, and the world is too demanding, thus requiring a leader to be resilient and be strategic enough to adapt and respond. Leaders need to think tactically and solve problems so that they understand the future trends and the complex issues, and therefore, such skills are vital in visionary and transformational leadership. Moreover, team management and collaboration are essential in the provision of inclusive environments in which delegation and teamwork can flourish, and coaching leaders especially rely on these strengths. As organisations grow more technologically oriented, leaders must also possess digital skills and be open to innovation to lead the team through a digital transformation. Lastly, ethical decision-making guarantees transparency, equity and long-term sustainability, which empowers organisational respect and trust with the stakeholders. All these critical skills, when coupled with the right leadership style, will help leaders to overcome complexity, facilitate well-being among the employees, and realise sustainable organisational growth (Price-Dowd, 2020).
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To sum up, leadership plays a vital role in managing organisations through difficulties and contributing to long-term success. Goleman’s Visionary, Coaching, and Pacesetting styles have their own advantages, which can be useful in organisations in case their effectively. Visionary leadership also brings out direction and innovation, Coaching leadership facilitates the learning and growth of employees, and Pacesetting leadership stimulates performance and productivity. Nevertheless, both styles have their constraints too and need to be applied in the appropriate context to get the most out of them. Emotional intelligence, communication, adaptability, strategic thinking, and ethical judgment are the fundamental skills that a contemporary leader should develop. These abilities prepare leaders to handle contemporary complexities, promote the well-being of the employees, and promote sustainable organisational development. Altogether, with the combination of the appropriate leadership style and effective interpersonal and strategic skills, such leaders will be more capable of addressing the challenges of the modern, dynamic business world.
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