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Leadership plays a critical role in guiding individuals and organisations towards achieving shared goals, particularly in today’s rapidly changing and complex business environment. It is a social process in which a leader influences others to understand and work toward organisational effectiveness through vision, direction, and support (Northouse, 2019). Effective leadership requires not only directing tasks but also motivating, empowering, and supporting people to perform at their best.
Among the many leadership frameworks, Daniel Goleman’s (2000) six leadership styles remain influential because they are grounded in emotional intelligence and demonstrate how leaders adapt their behaviour to suit different organisational situations. This essay will critically explore three of Goleman’s styles, democratic, coaching, and visionary, by examining their characteristics, strengths, and limitations, alongside practical business examples. The discussion will also identify the essential skills modern leaders need to address contemporary organisational challenges and support sustainable growth and development.
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In contemporary organisational contexts, leadership is increasingly viewed as a dynamic and adaptive process rather than a fixed position of authority. Modern leaders are required to respond to complexity, uncertainty, and rapid change by demonstrating emotional intelligence, flexibility, and ethical awareness (Northouse, 2021). Effective leadership therefore involves balancing task achievement with relationship management, ensuring that employees feel supported while organisational objectives are met.  By fostering trust, clear communication, and shared purposes, leaders are better equipped to guide teams through complex challenges and sustain long-term organisational growth.
Leadership is commonly understood as the ability to guide, influence, and support others toward achieving shared goals. According to Cole and Kelly (2020), leadership involves shaping direction and motivating people so that organisational objectives can be achieved effectively. Robbins et al. (2021) add that leadership is not solely about authority but also about creating a positive environment where individuals feel empowered to contribute. Similarly, Yukl and Gardner (2020) emphasise that leadership requires building relationships, communicating clearly, and making decisions that support long-term success. Overall, leadership plays a crucial role in improving performance, responding to challenges, and achieving sustainable organisational growth.
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The democratic leadership style, sometimes described as participative leadership, is one of Daniel Goleman’s approaches that encourages shared decision-making and open communication. This style allows employees to contribute ideas before the leader makes the final decision, which creates a sense of involvement and ownership within the team. According to Robbins, Coulter and Randel (2021), participative leadership often leads to higher levels of motivation because staff feel recognised and valued. Cole and Kelly (2020) also note that democratic leaders are effective in environments where collaboration is important, as this approach helps strengthen team relationships and mutual respect.
One key advantage of democratic leadership is its ability to improve teamwork. When employees are invited to contribute, they often become more committed to the final decision, which can improve the quality of work and problem-solving. In addition, this leadership style can help reduce workplace conflict because decisions are made more transparently. However, a common issue is that decision-making may become slow, especially when many opinions need to be considered. Needle and Burns (2019) explain that organisations under high pressure or tight deadlines may struggle with this style because too much discussion can delay action.
In practice, democratic leadership works well in situations where there is time for consultation and when diverse perspectives are required to gather staff input before choosing a new service plan. A typical example is a manager in hospitality or healthcare who plans changes to shift patterns or service strategies; by encouraging staff participation, leaders can gather insights that they themselves might overlook. Overall, democratic leadership helps build employee commitment, although leaders need the skill to balance discussion with timely decision-making.
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The coaching leadership style focuses on developing people’s skills, confidence, and long-term potential. Goleman (2000) describes coaching leaders as those who guide employees by giving constructive feedback, helping them set realistic goals, and encouraging personal growth. This approach is centred on learning and strengthening individual skills. According to Yukl and Gardner (2020), coaching helps employees understand their strengths and weaknesses more clearly, enabling them to improve their performance over time.
One major advantage of the coaching style is that it supports continuous development and builds a strong talent pipeline in the workplace. Coaching leaders typically take time to explain tasks, provide support, and create a more positive learning environment. This can strengthen the relationship between leaders and staff, which contributes to trust and confidence. However, coaching is time-intensive and requires consistent effort, which may not be practical during busy periods. Robbins et al. (2021) also point out that some employees may resist coaching if they are not open to feedback or change.
Coaching works best in situations where an employee needs guidance rather than strict supervision. For example, a leader might use coaching when helping a new team member understand their responsibilities or when supporting someone who wants to improve a specific skill. This style fits well in workplaces that value learning and development. Because coaching is focused on growth and support, when used effectively, it can create a more confident and capable workforce, although leaders must be aware of the time required to coach employees properly.
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The visionary leadership style, also known as authoritative leadership in Goleman’s framework, focuses on setting a clear direction and inspiring others to follow. Visionary leaders communicate long-term goals and explain why these goals matter, helping employees understand the broader purpose of their work. Kotter (1990) argues that strong leadership involves establishing a vision and motivating people to move towards it. Visionary leaders are often described as confident, forward-thinking, and able to guide their teams through change.
A key strength of visionary leadership is that it provides clarity, especially during uncertain or challenging periods. When employees know the overall goals, they can contribute more effectively. This style can also boost morale because staff feel that their work is meaningful. Cole and Kelly (2020) also highlight that visionary leaders can create a sense of direction that unifies diverse teams.
However, one of the disadvantages is that this style relies heavily on the leader’s ability to communicate clearly. If the vision is unclear or unrealistically ambitious, employees may feel confused or lose confidence. In situations where employees need detailed instructions rather than broad guidance, visionary leadership may be less effective.
Visionary leadership is most effective when an organisation is undergoing change, such as introducing a new strategy or trying to adapt to external pressures. In these cases, employees often need reassurance and clarity, which visionary leaders can provide. A typical example would be a manager guiding their team through a restructuring process by explaining the purpose and expected benefits.
Leaders using this style must have strong communication and motivational skills to ensure that employees understand and support their vision. When done well, visionary leadership can lead to higher engagement and better long-term results.
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The essential leadership skills discussed above enable leaders to manage complexity more effectively and support long term organizational success. Desicion-making and critical thinking skills allow leaders to evaluate the potential consequences of different actions, making it easier to adapt strategies when circumstances change (Northouse, 2022). In democratic leadership, these skills help leaders balance employee contributions with organisational priorities, supporting alignment between short-term tsks and long-term direction (Clegg, Kornberger and Pitsis, 2021).
Coaching Coaching and mentoring skills promote a culture of continuous learning, which strengthens workforce capability. As employees develop new skills, organisations become more adaptable and competitive, particularly in environments shaped by rapid technological advancement and evolving customer needs (Yukl, 2013). Finally, strategic and visionary leadership skills help leaders maintain strong performance in the present while guiding teams through transitions and keeping a focus on long-term objectives (Kotter, 2012). When organisations combine strong leadership with well-developed skills, they are better equipped to face complex challenges, innovate, and achieve sustainable growth (Mullins and Christy, 2016). 
In addition, leadership skills such as emotional intelligence, communication, and adaptability are essential for navigating complexity in modern organisations. Complex environments often involve uncertainty, competing priorities, and rapid change, requiring leaders to interpret information effectively and respond with flexibility rather than rigid control (Northouse, 2021). By applying democratic and coaching leadership approaches, leaders can encourage collaboration, draw on diverse perspectives, and support problem-solving in uncertain situations. 
These leadership skills also contribute directly to sustainable growth by fostering trust, engagement, and long-term capability development within teams. When employees feel supported and involved in decision-making, they are more likely to commit to organisational goals and adapt to change (Yukl, 2020). Furthermore, visionary leadership provides strategic direction, helping organisations align short-term actions with long-term objectives during periods of disruption. Collectively, these skills enable organisations not only to manage complexity effectively but also to sustain performance, innovation, and resilience over time, which are critical for long-term organisational success.
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In summary, this essay has shown that leadership plays an essential role in shaping organisational performance, employee experience, and long-term success. By examining three of Goleman’s leadership styles, democratic, coaching, and visionary, it becomes clear that each approach offers distinct benefits in different contexts. Democratic leadership supports collaborative and shared decision-making; coaching leadership helps individuals grow and develop confidence; and visionary leadership provides direction during periods of change or uncertainty.
[bookmark: _Toc216254139]To use these styles effectively, contemporary leaders need strong skills in communication, emotional intelligence, decision-making, and strategic thinking. These abilities enable them to respond to complex challenges, support staff, and guide organisations through ongoing change. Overall, successful leadership today requires both adaptability and an understanding of how different styles can be applied to meet diverse needs. Leaders who can combine these approaches are better equipped to promote sustainable growth and positive organisational outcomes.
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