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[bookmark: _Toc237076537]1 Introduction
This essay will define Daniel Goleman’s Leadership Styles in Modern Business.
Leadership plays a critical role in organisational success, employee engagement, and the achievement of strategic objectives. Effective leaders motivate employees, strengthen teamwork, and create an environment that supports organisational performance. According to Yukl (2020) suggests that leadership involves guiding, motivating, and supporting employees so they can contribute to organisational success.
In today's fast-changing and competitive business environment, leaders must modify their approach to fit various circumstances and demands of their workforce. A good example is Satya Nadella, the Chief Executive Officer of Microsoft. Since taking over the company in 2014, Nadella has transformed Microsoft's culture by encouraging collaboration, innovation, and continuous learning. His leadership has contributed to higher employee engagement, stronger business performance, and an improved competitive position in the global technology industry (Nadella,2015).
.
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[bookmark: _Toc237076539]Daniel Goleman’s Approaches to Leadership in Modern Business
Leadership is the capacity to motivate people and teams to work towards common goals. In today’s businesses, leadership is more than being in a position of official authority. It influences workplace culture, employee motivation, decision-making, and overall organisational performance. According to Goleman (2000), effective leaders do not use one style of leadership. Instead, they change their strategy according to the circumstances, the demands of the people and the goals of the company.
Goleman's leadership framework is based on emotional intelligence and remains relevant in today's dynamic business environment. By using different leadership styles when required, leaders can respond effectively to challenges, support employee development, and encourage innovation. This flexibility allows organisations to perform more effectively in different circumstances.
Furthermore, Goleman's framework identifies emotional intelligence as the foundation of effective leadership. Emotional intelligence enables leaders to understand and manage their own emotions while recognising and responding appropriately to the emotions of others. Leaders with high emotional intelligence are more capable of building trust, managing conflict, and fostering positive workplace relationships that enhance team effectiveness. Recent research suggests that emotionally intelligent leadership contributes to improved employee engagement, collaboration, and organisational effectiveness (Saha et al., 2023). Additionally, studies indicate that leaders who demonstrate emotional intelligence can positively influence team performance and support organisational success in complex and rapidly changing business environments (Coronado-Maldonado and Benítez-Márquez, 2023).
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Authoritative leadership, sometimes referred to as directive leadership, focuses on providing clear instructions and maintaining control. Leaders who use this approach make decisions independently and expect employees to follow directions with little discussion or consultation. According to Goleman (2000), this style can be highly effective during crises or emergency situations where fast decision-making is required. Yukl (2020) also notes that directive leadership is useful when tasks are complex, or employees need clear guidance.
One of the main advantages of authoritative leadership is that it creates structure and stability during uncertain situations. For example, during a cybersecurity attack, financial crisis, or major organisational change, employees often need clear instructions to respond effectively. Bass and Bass (2008) suggest that decisive leadership can reduce confusion, improve coordination, and help organisations recover more quickly during difficult periods.
However, relying on this style for long periods can have negative consequences. Northouse (2022) highlights that excessive control may reduce employee creativity, independence, and motivation. Employees may become dependent on leaders for direction and feel less confident about contributing new ideas. Goleman (2000) also found that frequent use of a directive leadership style can lower trust and job satisfaction. Therefore, while authoritative leadership is useful during emergencies, it should be balanced with other approaches that encourage employee involvement and innovation.
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Coaching leadership focuses on the long-term growth and development of employees. Leaders take time to understand employees' strengths, weaknesses, and career goals while providing support, guidance, and regular feedback (Goleman, 2000). Instead of concentrating only on immediate results, the primary objective of coaching leaders is to assist employees in enhancing their abilities and realising their maximum potential.
This leadership style offers several benefits. Employees who receive coaching often become more confident, motivated, and engaged in their work. Coaching also helps organisations develop future leaders, improve employee retention, and strengthen succession planning. As a result, organisations can build a more capable and skilled workforce over time.
Despite these advantages, coaching leadership can be time-consuming and may not be suitable in situations where immediate results are required. It is also most effective when employees are willing to learn and develop. For example, consulting firms often use coaching to improve junior consultants' professional skills, while technology companies may coach newly appointed managers to strengthen their leadership abilities. In these situations, coaching contributes to both personal and organisational growth.
[bookmark: _Toc237076542]5. Democratic Leadership
Democratic leadership encourages workers to share their thoughts and take part in making decisions. Leaders with this style listen to what their employees have to say and encourage them to work together to solve problems or make big choices (Goleman, 2000). This method works especially well for businesses that need new ideas, teamwork, and specific knowledge. One of the best things about democratic leadership is that it makes workers more committed and involved. When workers feel like their thoughts are important, they are more likely to back up the choices the company makes and take responsibility for the outcomes. A wider range of points of view is also available to leaders, which can help them make better choices.
However, democratic leadership can be time-consuming because reaching a consensus often requires lengthy discussions. For this reason, it may not be suitable during emergencies where quick decisions are essential. For example, when developing a new product, organisations may involve employees from different departments such as marketing, finance, operations, and customer service. By gathering diverse viewpoints, leaders can make more informed decisions and develop innovative solutions.
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In addition to selecting the right leadership style, leaders need certain skills and competencies to be effective. The Centre for Creative Leadership (CCL, 2024) identifies self-awareness, communication, influence, and learning agility as key leadership competencies.
Self-awareness helps leaders understand their strengths, weaknesses, and emotional responses. This enables them to select and adapt the most appropriate leadership style for different situations. Effective communication is crucial for leaders, as it enables them to establish trust with employees, share feedback, and provide clear instructions.
Influence allows leaders to gain support and commitment without relying solely on their formal authority. This is especially important when managing organisational change or leading cross-functional teams. Finally, learning agility enables leaders to adapt to new challenges, technological changes, and evolving workplace expectations. Leaders who embrace continuous learning are better equipped to respond to change and achieve long-term organisational success.

[bookmark: _Toc237076544]7. Recommendation
Based on Goleman's leadership framework, leaders should adopt different styles according to organisational circumstances. 
· Authoritative leadership is most effective during emergencies, crises, or periods of uncertainty when rapid decision-making is required (Goleman, 2000; Yukl, 2020).
·  Coaching leadership is particularly suitable for organisations that prioritise employee development, talent management, and continuous improvement (Goleman, 2000; Northouse, 2022).
·  Democratic leadership should be used when organisations depend on innovation, collaboration, and employee participation, as it encourages engagement and improves decision quality (Yukl, 2020; Northouse, 2022).

[bookmark: _Toc237076545]8. Conclusion 
In conclusion, Goleman’s theory of leadership is still very relevant to today’s businesses since it acknowledges that one style of leadership does not work in all situations. Different situations necessitate different ways: authoritative leadership is valuable during crises, coaching leadership supports employee development, and democratic leadership encourages collaboration and innovation. Successful leaders must therefore be flexible and capable of adapting their leadership style to organisational needs. By combining emotional intelligence with key competencies such as self-awareness, communication, influence, and learning agility, leaders can promote employee engagement, support organisational change, and contribute to sustainable long-term success.






[bookmark: _Toc237076546]9.References

1. Bass, B.M. and Bass, R. (2008) The Bass Handbook of Leadership: Theory, Research, and Managerial Applications. 4th edn. New York: Free Press
2. Nadella, S. (2015) ‘Microsoft CEO Satya Nadella on building a learning culture’, Microsoft Stories. Available at: https://news.microsoft.com (Accessed: 6 August 2026).
3. Centre for Creative Leadership (2024) Core leadership skills. Available at: https://www.ccl.org (Accessed: 24 July 2026).
4. Goleman, D. (2000) ‘Leadership that gets results’, Harvard Business Review, 78(2), pp. 78-90.
5. Goleman, D., Boyatzis, R. and McKee, A. (2013) Primal Leadership: Unleashing the Power of Emotional Intelligence. Boston, MA: Harvard Business Review Press.
6. Northouse, P.G. (2022) Leadership: Theory and Practice. 9th edn. Thousand Oaks, CA: Sage.
7. Robbins, S.P. and Judge, T.A. (2023) Organisational Behaviour. 19th edn. Harlow: Pearson.
8. Yukl, G. (2020) Leadership in Organisations. 9th edn. Harlow: Pearson.
9. Coronado-Maldonado, I. and Benítez-Márquez, M.D. (2023) ‘Emotional intelligence, leadership, and work teams: A hybrid literature review’, Heliyon, 9(10), e20356. Available at: https://doi.org/10.1016/j.heliyon.2023.e20356 (Accessed: 27 July 2026). [pmc.ncbi.nlm.nih.gov]
10. Saha, S., Das, R., Lim, W.M., Kumar, S., Malik, A. and Chillakuri, B. (2023) ‘Emotional intelligence and leadership: insights for leading by feeling in the future of work’, International Journal of Manpower, 44(4), pp. 671-701. Available at: https://doi.org/10.1108/IJM-12-2021-0690 (Accessed: 27 July 2026).

	
	1

	



image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





