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1. Introduction 

[bookmark: _GoBack]Leadership is widely recognised as a fundamental factor influencing organisational effectiveness, employee performance and long-term sustainability. In an increasingly complex and competitive business environment organisations require leaders who are capable of adapting their leadership approach to suit changing circumstances and workforce expectations. Leadership is no longer viewed as simply issuing instructions rather it involves motivating, guiding and supporting individuals to achieve shared organisational objectives. Daniel Goleman’s leadership theory which is strongly linked to emotional intelligence provides valuable insight into how different leadership styles can positively or negatively impact organisational climate and performance. Moreover, Goleman argues that effective leaders do not rely on one fixed style but instead apply different styles depending on the situation. The purpose of this essay is to examine leadership using Goleman’s framework by selecting and explaining three leadership styles like authoritative, democratic and coaching. Furthermore, the essay will identify key leadership skills required in modern organisations and explain how these skills support organisational growth and sustainable development.

2. Definition of Leadership 

Leadership has been defined in various ways within academic literature reflecting its broad and complex nature. According to Northouse (2022), leadership is “a process whereby an individual influences a group of individuals to achieve a common goal.” This definition highlights leadership as a process rather than a position, emphasising influence and shared objectives. Similarly, Yukl (2013) suggests that leadership involves guiding and facilitating individual and collective efforts towards achieving organisational goals. Moreover, leadership differs from management although both are closely connected. While management primarily focuses on planning, organising and controlling resources, leadership emphasises vision, motivation and change (Robbins and Judge, 2021). Effective organisations require both strong leadership and sound management to function successfully. In contemporary organisations leadership is increasingly associated with emotional intelligence, ethical behaviour and adaptability. Goleman (1998) argues that leaders who understand and manage their own emotions, as well as those of others are more effective in building relationships, resolving conflict and motivating employees. Consequently, leadership effectiveness is not only measured by financial performance but also by employee engagement, organisational culture and long-term sustainability. Therefore, leadership can be understood as a dynamic and situational process that requires flexibility, interpersonal competence and strategic thinking. This understanding provides a foundation for analysing Goleman’s leadership styles and their application within business contexts.

3. Goleman’s Leadership Styles

Daniel Goleman (2000) identified six leadership styles based on emotional intelligence competencies. These styles are coercive, authoritative, affiliative, democratic, pacesetting and coaching. Goleman suggests that leaders who can switch between styles depending on organisational needs are more likely to achieve positive outcomes. For the purpose of this essay three styles are examined in detail: authoritative, democratic and coaching.

3.1 Authoritative (Visionary) Leadership 

The authoritative leadership style also known as visionary leadership focuses on providing clear direction and a compelling vision for the future. Leaders using this style communicate organisational goals clearly and explain how individual roles contribute to achieving these goals (Goleman, 2000). Moreover, authoritative leaders encourage innovation by allowing employees the freedom to decide how best to achieve objectives. One significant advantage of authoritative leadership is its ability to create alignment and motivation. Employees understand the organisation’s direction and feel inspired to contribute, which can improve performance and commitment (Robbins and Judge, 2021). Furthermore, this style is particularly effective during periods of change, as it helps reduce uncertainty and resistance by clearly communicating the purpose behind decisions. However, authoritative leadership also has limitations. If the leader lacks credibility or expertise, employees may question the vision and become disengaged. Additionally, this style may be less effective in teams where employees are highly skilled and expect greater autonomy in strategic decision-making. In business practice, authoritative leadership is highly effective during organisational transformation or crisis situations. For example, when an organisation is undergoing restructuring or implementing new technology, a visionary leader can clearly communicate long-term benefits and maintain employee focus. Start-up organisations also benefit from this style, as a clear vision helps guide rapid growth and strategic direction. Therefore, when applied appropriately, authoritative leadership can significantly enhance organisational performance and cohesion.

3.2 Democratic Leadership

Democratic leadership is characterised by participation, collaboration, and shared decision-making. Leaders using this style actively involve employees in discussions and encourage them to share ideas and opinions (Goleman, 2000). Moreover, democratic leader’s value employee input while retaining final responsibility for decisions. One major advantage of democratic leadership is its positive impact on employee engagement and job satisfaction. When employees feel that their opinions are valued, they are more likely to be motivated and committed to organisational goals (Northouse, 2022). Furthermore, this style promotes creativity and innovation, as diverse perspectives contribute to better problem-solving. However, democratic leadership also presents challenges. Decision-making can be time-consuming, particularly when consensus is difficult to achieve. In urgent situations, excessive consultation may delay action and reduce efficiency. Additionally, this style may be less effective if team members lack the skills or confidence to contribute meaningfully. In business contexts, democratic leadership is particularly effective in knowledge-based organisations such as marketing firms or technology companies. For example, involving employees in product development or strategic planning can lead to innovative solutions and improved outcomes. Moreover, democratic leadership is beneficial during team development stages as it builds trust, collaboration and a positive organisational culture. Therefore, when used in appropriate situations, democratic leadership enhances both performance and employee satisfaction.

3.3 Coaching Leadership

The coaching leadership style focuses on long-term employee development and performance improvement. Leaders adopting this style act as mentors supporting employees in identifying strengths, weaknesses and career aspirations (Goleman.2000). Moreover, coaching leaders provide regular feedback and encourage continuous learning. One key advantage of coaching leadership is its contribution to employee growth and retention. By investing in individual development, organisations build a skilled and motivated workforce (Yukl.2013). Furthermore, this style supports succession planning by developing future leaders within the organisation. Nevertheless, coaching leadership has certain disadvantages. It requires significant time and commitment from leaders which may be challenging in fast-paced environments. Additionally, coaching may be ineffective if employees are resistant to feedback or lack motivation to improve. In practice, coaching leadership is highly effective in organisations that prioritise learning and development such as professional services firms and graduate training programmes. For example, managers who coach junior employees help them develop both technical and interpersonal skills, leading to improved performance and confidence. Therefore, coaching leadership supports long-term organisational growth by developing human capital and fostering a learning culture.



4. Essential Leadership Skills in Contemporary Organisations 

In today’s business environment leaders require a wide range of skills to manage complexity and drive sustainable growth. One of the most important competencies is emotional intelligence which includes self-awareness, empathy and relationship management (Goleman, 1998). Emotional intelligence enables leaders to understand employee needs, manage conflict and build trust. Moreover, effective communication skills are essential for clearly conveying vision, expectations and feedback. Strong communication supports alignment and reduces uncertainty within organisations. Adaptability and problem-solving skills are also critical, as leaders must respond effectively to rapid technological change and market uncertainty. Furthermore, ethical leadership and integrity play a vital role in building organisational trust and reputation. Leaders who demonstrate ethical behaviour create a positive culture and support long-term sustainability. Finally, strategic thinking enables leaders to anticipate future challenges and align leadership styles with organisational objectives. Collectively, these skills enable leaders to manage complex challenges, motivate employees and support continuous organisational growth and development.


5. Conclusion 
In conclusion, leadership remains a critical determinant of organisational effectiveness, employee engagement and long-term sustainability. This essay has explored leadership through the framework of Daniel Goleman’s emotionally intelligent leadership styles, focusing specifically on authoritative, democratic and coaching leadership. Each of these styles demonstrates that effective leadership is not based on a single approach but rather on the leader’s ability to adapt their behaviour to suit different organisational situations and workforce needs. The analysis has shown that authoritative leadership is particularly effective in providing clear vision and direction, especially during periods of change or uncertainty. Democratic leadership, moreover, encourages employee participation, trust and innovation, making it highly beneficial in collaborative and knowledge-based environments. Coaching leadership further supports long-term organisational success by developing employee skills, confidence, and future leadership capability. However, each style also presents limitations if applied inappropriately, reinforcing the importance of situational awareness. Additionally, the essay identified essential leadership skills required in contemporary organisations, including emotional intelligence, effective communication, adaptability, ethical judgement and strategic thinking. These skills enable leaders to manage complex challenges, motivate diverse teams, and support sustainable organisational growth. Therefore, it is recommended that modern leaders adopt a flexible leadership approach, continuously developing their skills and applying different leadership styles as required to achieve both short-term performance and long-term organisational development.
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