

LCBB4015
[bookmark: _Hlk225079788]Introduction to Leadership and Management
Component 2: Coursework: Essay
Student name: Syed Mosharraf Ali
Student ID: 2028971
Wordcount: 1502


2

[bookmark: _Toc225079553][bookmark: _Toc225079683]1. INTRODUCTION
Leadership is significant in contemporary organisations and day-to-day business activities. Leadership is also effective in assisting organisations to attain desired objectives and enhance overall outputs about employee performance. Strong leadership also fosters trust, orientation and motivation among the workforce in organisations (McKinsey & Company, 2024). Leadership styles explain how various leaders lead, support, and influence employees in the workplace. Daniel Goleman created styles of leadership that were concerned with emotional intelligence and behaviour in organisations (Talbert et al., 2026). The essay is about transformational, democratic, and coaching leadership styles in organisations today. This is to analyse their usefulness and significance in various business scenarios. Another significant detail about the essay, there are descriptions of important leadership skills required in the contemporary business setting. The plan consists of defining leadership, the analysis of the style, discussing skills and final recommendations accordingly.
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2. MAIN BODY
Leadership is the capability to influence and direct others towards the ends. Leadership entails engaging others in accomplishing shared objectives in organisations in an effective manner (Liden et al., 2025). Another component of leadership is to offer a vision, motivation and direction to the employees always. The other perspective is that leadership is a process of influencing group behaviour towards success (Benmira and Agboola, 2021). The influence, direction, and goal achievement are some of the areas emphasised in these definitions. Leadership is not management, as it is more planning and control-based. Leadership is more about inspiration, motivation, and directing people towards a common goal. Leadership, which is effective, enhances the performance of organisations, the satisfaction of employees and long-term business prosperity. The leadership is also powerful in defining strategy and the organisational direction. Identified leaders encourage workers and enhance their production in competitive business settings today.
Emotional intelligence refers to the power to perceive and control individual and personal feelings and emotions. Emotional intelligence can enhance leadership performance since it assists leaders in dealing with relationships and decisions (Maldonado and Marquez, 2023). Emotionally intelligent leaders can realise what is required by employees and enhance teamwork. Goleman proposed 6 styles of leadership founded on emotional intelligence and patterns of behaviour. These styles are visionary, coaching style, democratic and affiliative, pacesetting and coercive style. Both styles are applicable in various circumstances based on the needs of an organisation and the nature of the workforce. Transformational, democratic, and coaching styles are chosen because of their contemporary business applicability. Such styles facilitate innovation, collaboration and development of employees in competitive situations. Contemporary organisations demand unrestricted types of leadership to deal with change and staff demands.

Transformational leadership is about the development of vision and motivating employees to achieve a common objective. Directions are communicated clearly by the leaders, and the employees are encouraged to perform to the highest levels. This is a style that fosters innovation, change and sustainable organisational development in a business setting. The transformational leaders create a great deal of commitment among the employees by creating a vision and inspiring them. This strategy promotes organisational change and embraces ongoing enhancement in business in the competitive world. Transformational leadership makes employees more motivated, and their motivation and job satisfaction levels can be higher (Jun and Lee, 2023). Nevertheless, this leadership can disregard employee contributions and minimise involvement in decision-making. Redundancy of independence of thought by employees in organisations can also be a result of over-reliance on leaders. This style cannot be effective in other tasks which are very strict.
Transformational leadership is effective in times of crisis and organisational change. As an illustration, this style can be employed by leaders who need to take companies through the digital transformation. It is also useful in strategic direction during times of competence and uncertainty in the market. But this is only effective when the leaders possess communication skills and help in the organisational culture. In dynamism settings that require innovation and changes, this style performs best. It might not be that effective in mature or highly technical teams that require autonomy. Effective transformational leadership requires effective sightseeing and communication abilities. Innovation and effectiveness in the small business setting are enhanced by transformational leadership (Cuevas-Vargas et al., 2023).

Democratic leadership is concerned with involvement and joint decision-making among organisational staff. Leaders promote employee participation and establish free communication among the various organisational levels. This style ensures cooperation with staff and instils trust between leaders and employees. Democratic leadership enhances the interest of employees and innovation during problem-solving conditions. It enables the employees to present ideas and assist in the decision-making of the organisation. Psychological safety and employee engagement in organisations increase the creativity of participative leadership (Chen et al., 2020). Innovation and the performance of employees in contemporary business environments are also enhanced by democratic leadership (Imran et al., 2025).
Nevertheless, the democratic leadership could be slow in the process of decision-making because there are many workers involved. It can bring conflict when conflicts of opinion are caused at the level between teams and departments. The style can be ineffective in emergent cases where decisions have to be made within a short period of time. Democratic leadership is successful in the knowledge-based industries and in organisations that are based on creativity. It encourages projects on innovation and problem-solving activities, which involve different ideas. In the case of Google, an example of a company employing team-based decision-making is in the process of innovation and development. Nevertheless, it is a matter of the competence of the employees and their interest in being active. This style is weak in the case of a crisis when leaders have to make decisions fast and directly.

The coaching leadership style is one that aims at nurturing employees through guidance, mentoring, and skills enhancement. Leaders also assist employees in attaining personal and professional development in organisations. This approach focuses on the long-term growth and learning of the employees in the workplace. Coaching leadership enhances the performance of employees and creates future leaders for organisations successfully. It improves organisational capability through the creation of skills and raising the employee engagement level. Empowerment and supportive behaviour are another improvement of coaching leadership on creative performance (Hwang et al., 2023).
Nevertheless, coaching leadership takes time and effort that could inhibit short-term productivity. It might not be appropriate in emergency cases where there is a need to achieve immediate outcomes and to take swift decisions. Leaders should possess excellent skills to provide leadership and win trust among the employees. The coaching leadership style is successful in embarking on strategies of retaining employees and talent development. As an illustration, organisations employ coaching in the enhancement of employee performance and leaders. Learning helps achieve long-term success and build the organisational culture using this style. But this is only effective through organisational support and dedication to development processes by the leaders. With this style, short-term performance pressure and urgency in operations are less productive.

Emotional intelligence is essential for handling relations and organisational issues for modern leaders. Emotional intelligence encompasses relationship management and empathy, coupled with self-awareness, among the leaders. With high emotional intelligence, leaders can enhance the performance and organisational results (Gerhardt et al., 2025). The use of communication skills also plays a great role in offering proper guidance and in keeping employees involved. Effective communication helps in conflict resolution and enhances teamwork in an organisation. Decision-making skills assist the leaders in resolving problems and coping with uncertainty in business settings. Strategic thinking enables planners to have long-term targets and a competitive edge.
Flexibility is relevant in addressing change in international and digital business. Leaders have to change strategies and approaches according to the market conditions and the needs of the organisation. Transformational and democratic leadership styles promote strategy and vision, fostering collaboration and communication, respectively. Coaching leadership helps in achieving growth and emotional intelligence in organisational employees. The skills will enable the leaders to deal with complexity and enhance sustainable business growth. Digital transformation and organisational change are another process of modern business that is supported by transformative leadership competencies (Schiuma et al., 2024). Effective leadership abilities enhance creativity, workforce output and strategic success of the organisation.
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This essay discussed transformational, democratic, and coaching leadership styles used in organisations in the present day. Both leadership styles have obvious advantages but also have weaknesses in their application. Transformational leadership promotes vision and change and can diminish the level of employee involvement. Democratic leadership enhances involvement and innovativeness, though it decelerates decision-making when situations are pressing. Coaching leadership develops capabilities and advancement, yet takes time and firm dedication of the leader. In general, none of the existing leadership styles is suitable in all situations in contemporary organisations. There is a relationship between leadership effectiveness in practise and organisational requirements and employee competencies. Flexible approaches should be embraced by the leaders, and the combinations of styles should be used depending on circumstances. Leaders are also encouraged to enhance their emotional intelligence so that they can handle people and issues. Powerful leadership contributes to organisational success, the competence of growth and the management of contemporary problems.
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