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Leadership is an important aspect that helps organisations to work towards strategic goals and long-term success. It is a critical aspect of organisational development and competitiveness as it has a great impact on the performance of the employees, their decision-making, and the general course of business direction. In the present-day business landscapes that have been typified by change and uncertainty, leaders have become increasingly flexible and adaptable. Leadership styles that Daniel Goleman formulated offer a valuable guideline in the application of various approaches in different organisational settings (Burton, Kane and Borland, 2026). This essay focuses on three of the leadership styles proposed by Goleman: authoritative, democratic and coaching, which critically analyse the strengths, weaknesses, application and major abilities needed to be a good leader and create sustainable growth in an organisation.
Peter Drucker explains leadership as the skill to shape people towards common objectives, whereas John C. Maxwell perceives it as a social influence process (Maciariello, 2018). On the same note, Yukl (2013) defines leadership as motivated by influencing others to comprehend and consent on what should be done and how to do it in a manner that will be efficient Daniel Goleman created the leadership model that found out six categories of leadership, including authoritative, democratic, coaching, coercive, affiliative, and pacesetting (MTa Learning, 2025). The two styles are based on emotional intelligence and focus on the need to change the leadership behaviour to suit various situations. Instead of encouraging one model as the best one, Goleman argues that the best leaders alternate among styles, according to the requirements of organisations and environmental requirements. Three major styles were selected in this essay, namely authoritative, democratic and coaching, as they are highly applicable in a business setting today. All these styles are strategic direction, employee involvement and personal development, which are important aspects of organisational growth and sustainability.
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Visionary leadership, otherwise known as authoritative leadership, focuses on offering a sense of direction and motivating employees to work towards a common vision (Fernando, Marlene and Martínez, 2025). Leaders who adopt this style are clear on their long-term aspirations and inspire them by mobilising their energies towards organisational goals. This style is typified by effective communication, giving directions and motivate and influence its workforce. Leaders sell a strong vision and motivate workers to know how to contribute to a wider organisational objective. Authoritative leadership has one of the key merits as it brings clarity and purpose to an organisation. It aligns the teams to strategic objectives and improves the motivation by providing the workers a sense of purpose in their work (HiPeople, 2024). This is an effective method when it comes to organisational change and enhancement of performance in general. This style will. However, not take employee input seriously, as usually the decisions are centralised. The possibility of being too dependent on the leader is also a danger that may prevent creativity and team autonomy in case of an improper management. The type of leadership best applied in organisations that need a sense of direction, especially in times of uncertainty, restructuring or strategic change, is the authoritative leadership. It is also practical during the introduction of new visions, or alignment of the teams to long-term goals, an example of authoritative leadership is Satya Nadella at Microsoft, where a clear vision during organisational change helped align employees. This improved direction, organisational culture, and overall business performance. It is an extremely effective type of leadership style when employees require to be guided and clear direction, particularly in a volatile or difficult work setting. Nonetheless, it might not be effective in knowledge-based sectors in which the skills of employees and their contributions are very essential (Inwood and Warren, 2020). Here, an authoritative leadership style can limit creativity and participation, which is why the flexibility of the choice of the leadership style is necessary.
Democratic leadership is participatory and collaborative, with the employees being given opportunities to participate in decision-making processes. The style embraces the input of the members of the team and encourages collective responsibility. The main features are open communication, involvement of the team, and decision-making. Leaders have provided employees with an inclusive atmosphere in which they feel appreciated and enabled to give ideas (Knight, 2024). Democratic leadership leads to a higher level of engagement and satisfaction among the employees as they feel that their views are heard. It is also more effective in enhancing the quality of decision-making since different opinions are offered, and this may result in more creative and efficient solutions (Rodrigues, 2026). Although this style has advantages, it might be time-consuming and might slow down decision-making. When an immediate response is needed, a matter of unnecessary consultations might cripple the responsiveness of the organisation. This would be a great style in an environment where teamwork, collaboration, and creativity are critical. It fits well in organisations that are dependent on innovation and sharing of knowledge, for example, Google applies democratic leadership by encouraging employee participation in decision-making and innovation. This enhances creativity, employee engagement, and the quality of decisions. Democratic leadership is also becoming more popular in the contemporary working environment because it is associated with the desire of employees to feel included and empowered. It might, however, be inefficient when compared to authoritative leadership, especially in cases of emergencies (Knight, 2024). As such as it creates interaction and creativity; it should be combined with more directive styles where quick decisions need to be made.
Coaching leadership focuses on long-term growth and the growth of the employees (Inwood and Warren, 2020). The leaders who assume such an approach concentrate on mentoring, honing and strategising people to realise their full potential. The features of this style include individual instructions, ongoing feedback, and a high degree of concentration on the growth of the person. Leaders take time and know the strengths of employees and areas to be improved (Marques, Schmieder-Ramirez and Malakyan, 2023). Coaching leadership helps in creating competent teams and boosts the long-term organisational performance (Owie, 2025). It helps in employee development, job satisfaction as well as retention because it helps in creating a conducive working environment. It is a time-consuming strategy and might not apply in a high-stakes scenario where urgent outcomes are needed. It also relies much on the capacity of the leader to mentor and support employees (Northouse, 2021). This style best fits the purpose where organisations are keen on developing employees, enhancing performance and building future leadership prospects (Yukl and Gardner, 2020). It is especially applicable in long term talent development strategies for example, at IBM, coaching leadership is used through employee development and mentoring programmes. This improves skills, increases retention, and supports long-term organisational growth. The idea of coaching leadership contributes greatly to the improvement of employee involvement and retention because the employees feel important and encouraged to develop professionally (Marques, Schmieder-Ramirez and Malakyan, 2023). Nevertheless, it could be ineffective in the high-paced setting where the quick results are prioritised over growth. This reiterates the need to balance coaching with other forms of leadership to satisfy organisational needs (Northouse, 2021).
Application of leadership styles in the current dynamic business environment requires various skills necessary to achieve the best results. Communication is crucial to articulating vision and direction, especially in authoritative leadership (Goleman, 2020). Emotional intelligence can create trust and cooperation between people, and in this way, democratic leadership is achieved. Good decision-making contributes greatly to the fact that leaders react to complicated issues and coordinate efforts towards organisational objectives. Flexibility enables leaders to change their course in the fast-evolving conditions, making them remain effective (Inwood and Warren, 2020). Besides, problem-solving skills allow leaders to recognise problems and apply viable solutions. These skills combined improve leadership performance and favour organisational performance and sustainable development (Marques, Schmieder-Ramirez and Malakyan, 2023).
The contemporary business environment is dynamic and constantly changing, and leaders should have a set of necessary skills to manage organisations and promote their development (Brookes, 2023). Communication skills form the basis of leadership so that leaders articulate vision, expectations, and strategies, especially in authoritative leadership, where clarity minimises uncertainty and aligns employees in complicated circumstances (Knight, 2024). Emotional intelligence enables leaders to comprehend and control feelings that aid in teamwork and confidence in democratic leadership, as is essential in conflict resolution and management of diverse teams. Decision-making skills help the leader to analyse complicated information and make effective, prompt decisions that can be related to organisational objectives. Adaptability assists leaders in handling changes fast and uncertainty to maintain resilience in the harsh environment, whereas problem-solving skills assist in identifying problems and applying effective solutions to them in all leadership styles (Northouse, 2021).



[bookmark: _Toc225680822]Conclusion
In summary, leadership is a crucial process that incorporates influence, direction, and accomplishment of organisational objectives. This essay has compared three leadership styles described by Daniel Golemanauthoritative, democratic and coaching and their strengths, weaknesses and areas of application in various business situations. It also highlighted the significance of such important skills as communication, emotional intelligence, and adaptability in the achievement of leadership effectiveness.  Business leaders in today's organisations should adopt a flexible approach to leadership, moving between authoritative, democratic and coaching styles depending on the situation. Clear communication is key to aligning teams and mitigating uncertainty, while emotional intelligence is essential for building trust and effectively managing relationships. Leaders should also empower employees by involving them in the decision-making process, which can help to foster motivation and innovation. By combining the attributes of adaptability, strong communication, emotional intelligence and employee involvement, leaders can improve performance and ensure sustainable organisational success.
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