	
	
	




[image: ]                                            

     


Assignment: Introduction to Leadership and Management 
  Component 2: Essay: Daniel Goleman's Leadership Styles and Skills for Organisational Success.









Name: Mahmod Hussain
Student ID: 2414578
Module code: LCBB4015 
Module Name: Introduction to Leadership and Management
Lecturer: Mohammad Rahman




Table of Contents                                                                               
Introduction	2
Leadership Definition and Theoretical Foundation	4
Visionary Leadership	5
Democratic Leadership	7
Coaching Leadership	9
 Essential Leadership Skills for Modern Organisations	11
Recommendations………………………………………..13
Conclusion	13
References	14

[bookmark: _Toc234593691]

Introduction 
Organisational success is strongly influenced by the quality of leadership demonstrated within the workplace. As businesses face growing levels of uncertainty, technological advancement and competition, leaders must be capable of guiding employees, managing change and sustaining organisational performance. Effective leadership is not limited to giving instructions; it also involves creating a shared purpose, building positive working relationships and fostering continuous development. According to Goleman (2000), leadership effectiveness is enhanced when leaders adapt their style to suit specific organisational challenges and employee expectations rather than relying on one consistent approach. Daniel Goleman identified several leadership styles based on emotional intelligence. Among these, visionary, democratic and coaching leadership are particularly relevant to modern organisations because they support innovation, employee engagement and continuous development. This essay critically evaluates these three leadership styles, discussing their strengths, limitations and contribution to organisational success. Furthermore, the essay examines the leadership skills required for effective organisational performance and sustainable growth.
[bookmark: _Toc234593692]Leadership Definition and Theoretical Foundation 
[bookmark: _Toc234593693]Leadership is commonly understood as a process through which individuals influence and motivate others to work collectively towards shared goals. By establishing direction, fostering commitment and encouraging collaboration, effective leaders play a vital role in enhancing organisational performance and achieving strategic objectives. Strong leadership contributes to a positive organisational culture and supports long-term organisational success (Northouse, 2022). Leadership is closely associated with employee motivation, organisational culture and business performance because leaders influence workplace behaviour and decision-making processes (Ned and Umesi, 2023). Traditional leadership theories such as Trait Theory suggested that successful leaders possess inherent personal characteristics. However, contemporary leadership theories increasingly recognise the importance of emotional intelligence, adaptability and interpersonal relationships. According to Goleman, Boyatzis and McKee (2013), leadership effectiveness is strongly linked to emotional intelligence, which enables leaders to understand emotions, build productive workplace relationships and select leadership styles that best suit specific situations. A notable advantage of this framework is its flexibility, as it recognises that different organisational challenges require different leadership responses. As a result, successful leadership depends on a combination of emotional awareness, interpersonal competence and strategic judgement rather than technical ability alone.
Visionary Leadership 
Visionary leadership is characterised by a leader's ability to establish a compelling future direction and inspire employees to work towards long-term organisational goals. This leadership style encourages individuals to understand how their contributions support the wider objectives of the organisation, thereby increasing motivation and commitment (Gurney, 2024). A major advantage of visionary leadership is its effectiveness in guiding organisations through periods of change and uncertainty. By communicating a clear strategic direction, leaders can reduce employee resistance to change and encourage greater support for organisational transformation. Furthermore, visionary leaders often promote innovation by encouraging employees to explore new ideas and contribute to future organisational development, which can strengthen long-term competitiveness (Goleman, 2000). Satya Nadella's leadership at Microsoft is a notable example of visionary leadership in action. After becoming Chief Executive Officer, he promoted a culture focused on innovation, collaboration and continuous learning. His clear strategic vision helped transform the organisation, driving growth in cloud computing and strengthening Microsoft's competitive position within the global technology industry (Devadiga and Aithal, 2026; Thar, 2026).Despite its strengths, visionary leadership is associated with several challenges. Despite its benefits, visionary leadership relies heavily on leader credibility and effective communication. A lack of employee trust or belief in the vision may reduce commitment and engagement. In addition, prioritising long-term aspirations over short-term operational needs can negatively affect organisational performance (Yukl, 2020).
[bookmark: _Toc234593694]From a critical perspective, visionary leadership is particularly valuable during strategic change and organisational growth. However, it may be less effective in environments where operational efficiency, routine management and close supervision are more important. As a result, visionary leadership should be complemented by other leadership approaches to maintain an effective balance between future ambitions and day-to-day organisational activities.
[bookmark: _Toc234593695]Democratic Leadership 
Democratic leadership emphasises employee participation in decision-making and organisational problem-solving. Leaders adopting this style encourage teamwork, consultation and open communication to ensure that employees contribute to organisational decisions (Riaz, 2024). The primary strength of democratic leadership is its ability to increase employee engagement and commitment. Employee involvement in decision-making processes can strengthen engagement and organisational commitment by creating a workplace culture where individuals feel their contributions are valued. This can result in increased job satisfaction and stronger organisational performance. Furthermore, democratic leadership encourages innovation by incorporating diverse viewpoints, which can improve decision-making quality and promote creative solutions to organisational challenges (Northouse, 2022). Google is a notable example of democratic leadership, as the organisation promotes employee involvement and collaboration in the development of new ideas. (Wirda, 2025).encourages employees to share ideas and participate in innovation initiatives through collaborative working practices. This culture of employee involvement has contributed significantly to creativity, innovation and organisational growth (Wirda, 2025). However, democratic leadership is not without challenges. Decision-making processes may become time-consuming due to extensive consultation and discussion. As a result, organisations may experience delays when rapid decisions are required. Furthermore, disagreements among employees may complicate the decision-making process and reduce organisational efficiency (Yukl, 2020). Compared with visionary leadership, democratic leadership enhances employee involvement but often reduces decision-making speed. Therefore, democratic leadership is most effective in organisations where creativity, teamwork and employee engagement are considered strategic priorities.
[bookmark: _Toc234593696]Coaching Leadership 
Coaching leadership focuses on employee development, learning and long-term capability building. Leaders using this style invest time in mentoring employees, providing feedback and helping them develop their professional skills. According to Goleman, coaching leadership supports both individual growth and organisational performance by improving employee competence and confidence (Goleman, Boyatzis and McKee, 2013). One of the most significant advantages of coaching leadership is its contribution to talent development. Employees receive support in identifying strengths, overcoming weaknesses and achieving career objectives. This often results in higher levels of employee satisfaction, retention and productivity. In addition, organisations benefit from a more skilled workforce capable of responding effectively to future challenges (Singh et al., 2024). Microsoft provides a strong example of coaching leadership through its emphasis on learning, professional development and employee empowerment. Under Nadella's leadership, employees have been encouraged to embrace new learning opportunities and develop innovative capabilities, contributing to organisational growth and competitiveness (Thar, 2026). Nevertheless, coaching leadership requires considerable time and resources. Leaders must invest significant effort in mentoring employees, which may not be practical during periods of crisis or organisational uncertainty. In situations requiring immediate action, coaching leadership may be less effective than more directive leadership approaches (Northouse, 2022). A critical evaluation suggests that coaching leadership provides substantial long-term benefits for organisations by strengthening workforce capability and succession planning. However, its effectiveness depends on employee willingness to learn and organisational commitment to development. Therefore, coaching leadership should be integrated with other leadership styles to ensure both employee growth and operational effectiveness.
Essential Leadership Skills for Modern Organisations 
[bookmark: _Toc234593697]While leadership styles influence organisational performance, leadership skills determine how effectively those styles are implemented. Modern organisations require leaders who possess emotional intelligence, communication skills, strategic thinking, adaptability and effective decision-making abilities (Chakkaravarthy and Bhaumik, 2025). Emotional intelligence is a key factor in effective leadership as it allows leaders to understand emotions, build strong workplace relationships and manage organisational challenges in a strategic and constructive manner (Goleman, Boyatzis and McKee, 2013). Consequently, leaders with strong emotional intelligence are often better equipped to influence employee behaviour and support organisational success (Goleman, Boyatzis and McKee, 2013). Leaders with high emotional intelligence are more capable of selecting appropriate leadership styles based on organisational circumstances (Goleman, Boyatzis and McKee, 2013). Communication is another essential leadership skill because organisational objectives can only be achieved when expectations, responsibilities and strategic goals are clearly communicated. Effective communication improves teamwork, reduces misunderstandings and strengthens organisational culture. Furthermore, adaptability and strategic thinking enable leaders to respond effectively to technological changes, market uncertainty and competitive pressures. Organisations operating in dynamic environments require leaders capable of adjusting strategies while maintaining long-term organisational objectives (Ramesh et al., 2023). Finally, coaching and talent development skills contribute to sustainable organisational growth by developing future leaders and enhancing workforce capability. Consequently, leadership success depends not only on leadership style but also on the ability to apply a broad range of leadership competencies.
Recommendations
Analysis of Goleman's leadership framework suggests that leadership effectiveness is maximised when organisations encourage leaders to adopt a situational and adaptable approach. Since different organisational environments require different leadership responses, leaders should be capable of applying a combination of visionary, democratic and coaching styles to address specific challenges and achieve organisational objectives. Such flexibility enables organisations to maintain both operational effectiveness and long-term success (Goleman, 2000; Northouse, 2022).

· Firstly, organisations should encourage the use of visionary leadership during periods of change and strategic transformation. A clear vision enables employees to understand organisational objectives and increases commitment to long-term goals. 
· Secondly, organisations should promote democratic leadership to improve employee engagement, innovation and decision-making quality. Employee involvement creates a sense of ownership and encourages the sharing of diverse ideas.
· Thirdly, organisations should invest in coaching leadership practices through training, mentoring and professional development programmes. Developing employee skills and capabilities contributes to higher levels of performance, talent retention and organisational sustainability. 
· Finally, organisations should develop key leadership skills such as emotional intelligence, communication, adaptability and strategic thinking. These skills help leaders respond effectively to challenges and support long-term organisational success (Goleman, Boyatzis and McKee, 2013; Yukl, 2020).
Conclusion 
[bookmark: _Toc234593698]Leadership remains a fundamental determinant of organisational success in increasingly competitive and complex business environments. This analysis demonstrates that Goleman's visionary, democratic and coaching leadership styles each offer valuable benefits for organisations. Visionary leadership provides strategic direction and supports transformational change, democratic leadership enhances employee engagement and innovation, while coaching leadership develops employee capability and long-term organisational performance. However, leadership effectiveness depends on the ability to adapt leadership styles to different situations. Leaders who combine flexibility with strong interpersonal and strategic skills are more likely to achieve sustainable organisational success. (Goleman, Boyatzis and McKee, 2013; Yukl, 2020)
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