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Introduction
Leadership is an important part of every organisation because it influences employee motivation, communication, performance and overall business success. Leaders are responsible for guiding employees towards organisational objectives while creating a positive working environment. However, there is no single leadership style that is effective in every situation. Different employees, tasks and business circumstances require different approaches. Goleman (2000) identified six leadership styles: coercive, authoritative, affiliative, democratic, pacesetting and coaching. This assignment focuses on three of these styles: authoritative, democratic and coaching. Each style has different strengths and weaknesses, and their effectiveness depends on the situation in which they are used.

Authoritative Leadership Style
The authoritative leadership style focuses on providing employees with a clear vision and direction. An authoritative leader explains what the organisation wants to achieve and encourages employees to work towards a common goal. While the leader provides overall direction, employees may still have freedom to decide how objectives should be achieved, which is consistent with Goleman's (2000) view that authoritative leaders mobilise people towards a vision while allowing flexibility in how that vision is achieved.
One major advantage of authoritative leadership is that it provides clarity. Employees understand the organisation's objectives and how their individual work contributes to these goals. Clear expectations can reduce confusion, improve focus and increase motivation because employees understand the purpose of their work.

This style can be particularly effective during periods of organisational change. For example, if a company introduces new technology because its existing system is no longer effective, employees may feel uncertain about the changes. An authoritative leader can explain why the change is necessary, communicate a clear vision and explain what the organisation aims to achieve. This can reduce uncertainty and help employees understand their responsibilities.

Authoritative leadership can also encourage creativity. When employees understand the overall objective but have some freedom in deciding how to achieve it, they can use their knowledge and skills to develop solutions. For example, a manager could ask a marketing team to increase online sales while allowing team members to choose the most appropriate marketing methods.

However, this style has limitations. If a leader becomes too controlling, employees may feel that their opinions are not valued, which can reduce motivation and creativity. It may also be ineffective if the leader creates an unrealistic vision or fails to explain important decisions. Therefore, authoritative leaders should provide clear direction while remaining open to employee feedback.

Overall, authoritative leadership is most effective when employees need a clear sense of direction, particularly during periods of change or uncertainty.

Democratic Leadership Style
Democratic leadership involves employees in the decision-making process. A democratic leader encourages team members to share their opinions, ideas and suggestions before important decisions are made. Although the leader remains responsible for the final decision, employees have an opportunity to contribute. Communication, participation and teamwork are therefore central to this style. Goleman (2000) describes democratic leadership as a style that builds consensus through participation, which supports the idea that employee involvement can improve commitment and decision quality.
A major advantage of democratic leadership is increased employee involvement. When employees feel that their opinions are listened to and respected, they are more likely to feel valued. This can increase motivation, job satisfaction and commitment. Employees may also be more willing to support decisions because they have participated in the decision-making process.

Democratic leadership can also improve the quality of decisions. Employees often have practical knowledge and experience that managers may not possess. For example, employees who work directly with customers may understand customer needs better than senior managers. Asking these employees for their opinions can provide useful information and help identify potential problems.

For example, a retail company introducing a new customer service system could organise a meeting where employees discuss the proposed system. Employees could identify possible difficulties and suggest improvements based on their experience with customers. The manager could then consider these suggestions before making the final decision. Employees may be more willing to support the new system because they were involved in its development.

Despite these benefits, democratic leadership can make decision-making slower because the leader must consult employees and consider different opinions. This can be problematic during emergencies when immediate action is required. Disagreements can also make it difficult to reach a final decision. Furthermore, not every employee will have sufficient knowledge or experience to contribute effectively to every decision.

Democratic leadership is therefore most effective when there is sufficient time for discussion and employees have relevant knowledge or experience. It is particularly useful for teamwork, problem-solving and situations where creativity and participation are important.

Coaching Leadership Style
The coaching leadership style focuses on employee development and long-term performance. A coaching leader provides guidance, feedback and support to help employees improve their knowledge, skills and confidence. Instead of simply telling employees what to do, the leader helps them understand how they can improve and become more independent. This links to Northouse's (2022) view that leadership theory can be applied in practice to support development, reflection and improved performance.
One major advantage of coaching leadership is employee development. Employees receive feedback about their strengths and weaknesses and are encouraged to develop their abilities. This can help organisations create a more skilled workforce and prepare employees for future responsibilities. Coaching is particularly useful for new employees or those who have potential but lack experience.

Coaching can also improve motivation. When managers demonstrate an interest in an employee's development, the employee may feel valued and supported. This can increase job satisfaction and encourage employees to remain with the organisation, potentially reducing staff turnover and improving commitment.

For example, a new marketing employee may have strong creative skills but limited knowledge of digital advertising. A coaching manager could create a development plan, recommend training and provide regular feedback. Through regular meetings, the manager could discuss progress and identify areas for improvement. Over time, the employee could develop the necessary skills and become capable of managing digital advertising activities independently.

Coaching can also create a culture of continuous learning. Modern organisations operate in environments where technology, customer expectations and business practices change regularly. Employees therefore need opportunities to develop new skills. A coaching leader can encourage employees to learn from mistakes rather than simply criticising them, creating an environment where employees feel comfortable asking questions and improving.

However, coaching requires time, patience and commitment. Managers with large teams may find it difficult to provide individual support to every employee. Coaching may also be ineffective when employees are unwilling to accept feedback or lack motivation. In urgent situations, direct instructions may be more appropriate.

Therefore, coaching leadership is most effective when an organisation is focused on long-term employee development, improved performance and preparing employees for future responsibilities.

Comparison and Leadership Flexibility
The three leadership styles have different purposes. Authoritative leadership focuses on direction and vision, democratic leadership focuses on participation and decision-making, while coaching leadership focuses on employee development and long-term improvement.
Although each style has strengths, none is suitable for every situation. For example, when introducing a new business system, a manager could initially use an authoritative style to explain why the change is necessary and what the organisation wants to achieve. The manager could then use a democratic approach by asking employees for suggestions about implementation. Finally, coaching could be used to help employees develop the skills needed to use the new system successfully.

This demonstrates the importance of leadership flexibility. Effective leaders should adapt their approach according to the situation, employee experience and organisational objectives. A new employee may require coaching and support, while an experienced team may benefit from democratic decision-making. During major organisational change, employees may require authoritative leadership to provide clear direction.

Goleman (2000) suggests that effective leaders should be capable of using different leadership styles depending on the circumstances. Leadership effectiveness is therefore not simply about choosing one style and using it consistently. Leaders need to understand their employees and recognise which approach is most appropriate for each situation.

Conclusion
In conclusion, authoritative, democratic and coaching leadership styles can all contribute to organisational success. Authoritative leadership provides clear direction and is particularly useful during periods of change. Democratic leadership encourages employee participation, improves communication and allows managers to benefit from employees' knowledge and experience. Coaching leadership supports employee development, motivation and long-term performance.
However, each style also has limitations. Authoritative leadership can become too controlling, democratic leadership can make decision-making slower, and coaching requires significant time and commitment. Therefore, managers should avoid relying on one leadership style in every situation.

The most effective leaders are flexible and able to adapt their approach to employee needs and organisational circumstances. By combining clear direction, employee participation and continuous development when appropriate, leaders can improve motivation, communication, employee performance and organisational effectiveness. Understanding different leadership styles therefore provides managers with a useful framework for responding effectively to the challenges faced by modern organisations.
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