




Name: Mustansir Mahmood
Student ID: 2309566
Module code: LCBB4015
Module title: Introduction to Leadership & Management
Lecturer name: Yetunde Everard-Igweh
Assignment title: Component 2: Coursework: Essay






An Analysis of Goleman's Leadership Styles and the Skills Required for Effective Leadership




Table of Contents

Contents
Introduction….….........…………………………………….……………………………4
Defining Leadership…………….………………………….…………………………...4
Visionary Leadership…………………………….…………………………………......5
Democratic Leadership……...….….........……...………....………………………….5
Coaching Leadership…………………………………………………………………...6
Essential Leadership Skills in Modern Organisations………………………………7
Conclusion…………………………………………………....………………………….8
Reference List….……………………...……………………………………………….10


Introduction
Leadership is an important factor in organisational success, as it influences employee performance, motivation, and the achievement of business objectives (Maulida, Alam and Aguilar, 2025). This essay begins by defining leadership using credible sources. It then examines Daniel Goleman's leadership theory, which identifies six leadership styles based on emotional intelligence: visionary, democratic, coaching, affiliative, commanding and pacesetting (Provitera, 2020). The effectiveness of these styles depends on the situation and organisational context.

The discussion focuses on three of Goleman's leadership styles: visionary, democratic, and coaching leadership. The characteristics, advantages, and disadvantages of each style are explored, with practical examples of situations in which they are most effective. In addition, the essay identifies and explains the key skills leaders need in today’s business environment and discusses how these skills enable leaders to manage complex challenges and support long-term organisational growth. Finally, the main points are summarised, and recommendations are provided for leaders operating in contemporary organisations.

Defining Leadership
Leadership involves influencing and motivating individuals or teams to work together to achieve organisational goals (Para and Bansaal, 2026). This helps to build trust, encourage collaboration, and ensure employees work towards common objectives. Similarly, Wilson (2023) defines leadership as a process of influencing others towards a common purpose and achieving collective objectives. These definitions highlight that effective leadership enables individuals and teams to collaborate effectively to achieve organisational success.

Leadership is not simply about holding a position of authority; it involves inspiring trust, communicating clearly, and supporting individuals in achieving organisational goals (Mullins, 2019). In modern organisations, leadership is important because businesses operate in increasingly complex and changing environments, requiring leaders to adapt to technological change, respond effectively to market challenges, and improve employee performance through guidance and support (Chavan, 2026). Consequently, effective leadership contributes to organisational success.
Visionary Leadership
Visionary leadership focuses on creating and communicating a long-term direction for an organisation. According to Yukl and Gardner (2020), visionary leaders motivate employees by showing them how their individual roles contribute to organisational outcomes. Through innovation, collaboration, and effective communication, they create a shared sense of purpose and encourage employees to work towards common goals.

One of the advantages of visionary leadership is that it gives individuals a sense of direction and purpose (Yukl and Gardner, 2020). When employees recognise how their role contributes to organisational success, they often display motivation, commitment, and job satisfaction. According to Robbins, Coulter and Randel (2021), visionary leaders encourage innovation by inspiring individuals to embrace new ideas and focus on future opportunities rather than current challenges. However, this leadership style also has limitations. Yukl and Gardner (2020) state that some employees may require guidance or specific instructions to perform tasks, which may not always be provided. As a result, employees may become uncertain about expectations or how to achieve objectives. In addition, the success of visionary leadership depends on the leader’s credibility, expertise, and ability to communicate a vision. If employees lack confidence in the leader’s judgement, they may be less willing to support organisational initiatives.

Visionary leadership is effective during periods of organisational change. For example, when a company introduces new technologies, enters new markets, or restructures its operations, leaders can communicate the benefits and build employee commitment to a new strategy. This style is also valuable when organisations need to establish a strategic focus, respond to challenges, or recover from poor performance by creating a positive direction.

Democratic Leadership
Democratic leadership involves employees in the decision-making process and encourages them to contribute their ideas, opinions, and expertise (Bwalya, 2023). According to Jones et al. (2012), democratic leaders actively seek input from team members when making decisions while retaining responsibility for the outcome. This approach allows employees to contribute their ideas and feedback, helping them feel involved, respected, and valued because their opinions are considered when making organisational decisions.

One of the main advantages of democratic leadership is that it promotes employee engagement and job satisfaction. According to Deb (2009), employees are often more committed to organisational goals when they contribute to decisions affecting their work. Furthermore, involving multiple individuals can improve decision quality by incorporating diverse perspectives, knowledge, and experiences (Goleman, 2017). This leadership style can also encourage innovation and creativity by creating an environment where employees feel comfortable sharing ideas. However, democratic leadership also has limitations. The process can take longer because leaders must consider the views of multiple individuals before reaching a conclusion (Goleman, 2017). This can be problematic when decisions need to be made quickly or during urgent situations. In addition, disagreements may arise between team members, leading to conflict, delays, or frustration if consensus cannot be reached.

Democratic leadership is most effective when organisations seek creative solutions, solve complex problems, or improve existing practices. For example, a manager introducing workplace changes may consult employees to gather feedback and ensure decisions reflect workforce needs. This approach can increase employee commitment and improve the success of organisational change. Democratic leadership is also valuable for strengthening teamwork, building trust, and promoting positive workplace relationships.

Coaching Leadership
Coaching leadership focuses on developing employees’ skills, knowledge, and long-term potential (Goleman, 2019). Leaders who adopt this style act as mentors, providing support, guidance, and constructive feedback to help individuals improve their abilities and performance. Coaching leaders work closely with team members to identify strengths, address areas for development, and encourage continuous learning. This approach helps employees achieve their full potential while contributing to organisational success.

One of the main advantages of coaching leadership is that it promotes employee development and continuous learning. According to Ren et al. (2024), employees often feel valued when leaders invest time in their growth, which can increase motivation and job satisfaction. As a result, organisations can improve workforce performance while preparing employees for future responsibilities. Furthermore, coaching leadership encourages strong relationships between leaders and employees. Regular feedback, guidance, and support can create a positive working environment and improve individual performance (Goleman, 2019). However, this leadership style also has limitations. Coaching leadership can be time-consuming because leaders must dedicate significant time and effort to mentoring employees (Preston et al., 2015). This may be challenging in fast-paced environments where leaders are under pressure to achieve immediate results. In addition, coaching leadership may be less effective if employees are unwilling to learn, accept feedback, or take responsibility for their own development.

Coaching leadership is particularly useful when organisations are developing talent or preparing employees for promotion. For example, managers may use coaching techniques when supporting graduate trainees, apprentices, or newly appointed supervisors. By investing in employee development, organisations can strengthen workforce capability, improve employee confidence, and support long-term organisational success through continuous learning opportunities. 

Essential Leadership Skills in Modern Organisations
Modern leaders require a variety of skills to lead effectively and support organisational growth. Key leadership skills include communication, emotional intelligence, decision-making, adaptability, strategic thinking, and team building (Chakkaravarthy and Bhaumik, 2025). These skills enable leaders to manage complex challenges, build workplace relationships, make informed decisions, and achieve organisational objectives.

One of the most important leadership skills is communication. Effective communication allows leaders to explain organisational goals, provide clear instructions, and build positive relationships with employees (Armstrong, 2016). This helps reduce misunderstandings, improve collaboration, and strengthen teamwork. Emotional intelligence is another essential leadership skill that involves a leader’s ability to recognise and manage their own emotions while understanding and responding effectively to the emotions of others. This enables leaders to build trust, resolve conflicts, and maintain positive workplace relationships, particularly during challenging situations (Goleman, 2019). Decision-making and adaptability are also essential leadership skills. Effective decision-making enables leaders to analyse information, solve problems, and minimise risks, while adaptability allows them to respond effectively to changing business environments, technological developments, and unexpected challenges (Cole and Kelly, 2020).

Strategic thinking is another essential skill. Strategic leaders focus on long-term objectives while considering future opportunities and threats. This enables organisations to remain competitive and achieve sustainable growth. Leaders who think strategically can identify emerging trends, allocate resources effectively, and make decisions that support future success (Yukl and Gardner, 2020).

Finally, team-building skills are essential for modern leaders. Effective leaders foster positive working environments in which employees feel valued, supported, and motivated. Strong team-building skills encourage collaboration, improve employee engagement, and contribute to higher performance (Armstrong, 2025). Together, these skills enable leaders to address business challenges, improve organisational performance, and achieve long-term growth.

Conclusion
In conclusion, leadership plays an important role in helping organisations achieve long-term success. This essay examined Daniel Goleman’s leadership theory and explored three leadership styles: visionary, democratic, and coaching leadership. Each style has its own advantages and challenges and is effective in different situations. Visionary leadership establishes a clear direction and purpose, democratic leadership encourages employee participation and collaboration, and coaching leadership focuses on employee development and continuous improvement.

The essay also emphasised the importance of key leadership skills, including communication, emotional intelligence, decision-making, adaptability, strategic thinking, and team building. These skills support leaders in managing complex challenges, building positive workplace relationships, and contributing to organisational growth. Leaders in contemporary organisations should take an adaptable approach by selecting the most appropriate leadership style for each context while continuing to enhance their skills to respond to changing business demands. By doing so, organisations can improve performance, increase employee engagement, and achieve sustainable success in an increasingly competitive business environment.
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