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Introduction
Leadership is one of the determinants of organisational performance, especially in the business context that is dynamic and uncertain and where the decisions made by managers have a direct effect on the productivity and engagement of employees and ultimately the growth in the long run. This essay uses a framework of the six leadership styles of Daniel Goleman to determine whether they are practical in organisations in the present day. Based on the theory of emotional intelligence, Goleman's model claims that there are several approaches to behaviour that leaders use in different situations (Riaz, 2024). The three categories of leadership styles were specifically examined by this essay (democratic, pacesetting, coercive), since this is a set of opposite styles regarding the power of making decisions, the level of performance expected, and the control measures. This essay aims to critically assess these three styles by discussing their attributes, strengths, weaknesses and real-world uses, and as such determine their efficacy in certain business settings.
Discussion 
The definition of leadership has been a popular area of research in management and organisational theory, where most definitions all meet the point of influence and goal accomplishment. Peter Northouse gives one of the most mentioned academic definitions, stating that leadership is a process through which a person influences a group of people and makes them accomplish a shared objective (Kotter, Yukl and Northouse, n.d.). This definition emphasises four main aspects, which include: leadership is not a specific trait but a process and entails influence, a group situation, and is oriented towards collective goals. The process-oriented perspective focuses on relationships between leaders and followers and suggests that the effectiveness of the leadership is based on interaction and not solely on power. In addition, leadership can be described as the capacity to influence or govern others in order to realise the organisational or collective aims (Hyseni, 2024). Tannenbaum et al. (1961) claim that leadership is interpersonal influence that takes place in a situation and is facilitated by the process of communication to achieve a set goal or goals (Inflibnet, 2026). This notion can also be expanded to the contemporary definition of leadership as a type of behaviour that brings individuals together and orients them in a certain direction and allows them to work together to change circumstances (McKinsey & Company, 2024). The leadership framework built by Daniel Goleman distinguishes six types of styles according to emotional intelligence, and each of them is suitable for various organisational settings. The paper has critically analysed democratic, pacesetting and coercive leadership in terms of their attributes, strengths, weaknesses and real-life application.
Democratic leadership is a participative leadership whereby the team members share the decision-making power. The leader is also a facilitator who seeks to facilitate input, discussion and consensus building as opposed to making decisions unilaterally. This type encourages a two-way communication process and appreciates the input of the employee in the process of developing the outcomes (Herman, 2024). One of the advantages of this course of action is that it helps to increase the levels of employee engagement and motivation. It increases employee trust, creativity and the quality of solving problems by consulting with employees. It has been shown that democratic leadership enhances morale in groups and comes up with more creative solutions since different perspectives are involved. It also enhances organisational commitment because the staff feel that they are being appreciated and that they are in charge of results. But the key weakness is a lack of efficiency in situations of time sensitivity. The consultation processes may make decision-making slow, and disputes among the team members may postpone the results or cause confusion. Also, overutilisation of the consensus may undermine the authority of the leaders unless the issue is resolved effectively. Democratic leadership is more effective in knowledge-based settings in practice (Najihah, 2024). As an illustration of this, in technology companies, like product development teams, leaders can engage the engineers and designers in decision-making in order to come up with innovative solutions. It is also most useful in team building situations, where the focus is on being able to create capacity, ownership, and long-term involvement instead of realising short-term outcomes.
It is a result-oriented leadership style where leaders provide the standards of high performance and are exemplary (AIHR, 2025). The leader is normally a leader by example, speed, efficiency, and results. The tasks are well outlined, the deadlines are hard, and the performance is constantly analysed. The main benefit of such a style is that it provides quick outcomes. It works well, especially with highly competent, self-motivated teams that would hardly need supervision. Productivity and target performance can be motivated in such conditions through clear expectations and high standards. According to Goleman, this type of style may generate high short-term positive performance in instances where employees are capable and where the goals of the organisation are in line with those of the employees (Goleman, 2000). In spite of these, pacesetting leadership has serious weaknesses. Constant strain to deliver high results may demoralise, cause stress and burnout in the employees. It can reduce communication, since the leader will readily be result-oriented instead of developmental, and those with low performance will perceive themselves as sidelined or unenthusiastic (Stellenbosch Business School, 2026). This is detrimental to the organisational culture and retention in the long run. This type of style best suits organisations that are performing at high levels and demand fast execution. An example of this is in sales organisations, where at the end of a quarter with targets, leaders can use the pacesetting approach to ensure that the organisation achieves the maximum output within the limited timelines. It can also be applied in a start-up where there is high growth, as speed and efficiency play a valuable role in competitiveness in the market.
Also known as autocratic leadership, the coercive leadership approach is a management style that presupposes supervisors issuing explicit orders and personal control (Indeed Editorial Team, 2025). The primary strength of this style is the possibility of providing a fast and decisive response. It is also useful, especially during crises, when time is of the essence. Soft power Coercive leadership can be applied quite effectively in the military or in a crisis when decisions have to be made and taken quickly and decisively, although it should not be used in other settings (Lamb, 2022). Nevertheless, it is also common knowledge that coercive leadership is inefficient in the usual circumstances. It has detrimental effects on organisational climate because it inhibits creativity, and it decreases flexibility, as well as discouraging employees from being creative. It is strict and authoritative and thus may over time result in a lack of engagement, a lack of morale and high turnover. Coercive leadership works best in the real world in times of crisis or when the company is facing a turnaround. As an example, when there is a financial crisis or even restructuring in an organisation, a leader can be forced to implement stringent cost reduction and high-speed decision-making to normalise operations. On the same note, this format will provide an effective communication and instantaneous implementation of commands which is fundamental to safety and performance in the field of emergency services or the military.
In the modern world, leadership demands a blend of cognitive, interpersonal and adaptive skills to cope with the complexity and keep the organisation on its path. Emotional intelligence (EI) is one of the most important skills due to its definition that personal and other emotions can be recognised, comprehended, and controlled. A leader of high EI shows a higher success rate of conflict management, positive and healthy relationships, and enhanced engagement with a team, and as a result, they can be dynamic in times of stress and uncertainty (Landry, 2019). This will go hand in hand towards sustainable growth that will have built trust, cut down on turnover and improve productivity. A second important skill is adaptability and learning agility, which means the capability to react to a change appropriately and constantly update knowledge. With the fast-changing business world, flexible leaders expect disruption and change plans and seek innovation in groups. This ability enables organisations to be competitive and resilient in difficult situations, such as when there is technological change or when there is volatility in the market and the like. Lastly, leadership should have positive communication and developing relationships as vital skills. Effective communication helps leaders to give teams the right direction towards organisational objectives, minimise confusion, and make work easier (IMD Business School, 2026). Clear communication can be used in complex environments where organised action is needed among various stakeholders, and this would facilitate effective decision-making and the sustainability of an organisation over time.
Conclusion
It can be concluded that to succeed in today's organisations, it's important to know how to apply the various styles and develop skills and capabilities according to the demands of the situation. This essay has shown that democratic leadership is inclusive, builds buy-in and inspiration, pacesetting is effective and best suited to a competitive business climate and that coercive leadership is effective for crisis decision-making processes. However, leadership styles are not universally applicable; indeed, leaders must be situational, as Goleman proposed. And, crucially, communication skills, emotional intelligence and flexibility are key for managing complexity in vital ways and promoting organisational resilience. So leaders should foster adaptability, train in emotional intelligence and choose a leadership style that fits the organisational milieu. Organisational resilience, which enables organisational growth, requires targeted investments in leadership whose training will foster flexibility and social skills.
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