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An organisation achieves hospitality success only by delivering superior customer experiences through efficient operations. Organisational success requires effective leadership because such leaders develop integrated teams that engage employees and provide exceptional service standards (Mullins, 2019). Hospitality performance receives direction through leadership approaches when organisations make major operational choices. Different leadership theories have been developed to provide knowledge about execution methods that lead to organisational success (Cai, 2023). 
Laissez-faire leadership represents an exceptional method which requires leaders to step back from administrative decisions so employees can take the lead in their work. The employee creativity and autonomy enhancements provided by this leadership style come with criticism that it causes diminished organisational coordination and reduced managerial accountability in high-stress hospitality establishments (Groulx et al., 2024). Studies about laissez-faire leadership show direct evidence of why leaders should measure the effects on team performance together with staff motivation (Ahmed Iqbal et al., 2021).
[bookmark: _Hlk189713319] Determining the impact of laissez-faire leadership is crucial to the hospitality industry because customer satisfaction is its top priority (Desgourdes et al., 2024). By examining the effect of laissez-faire leadership on team effectiveness and employee morale in the hospitality industry, this paper aims to highlight the importance of balancing leadership autonomy with structured systems to maximise organisational performance and enhance service quality, ultimately contributing to improved customer satisfaction. 
Theoretical understandings about leadership growth advance through ongoing research from scholarly and professional communities working to establish effective guidance methods that lead to team and organisational success (Robbins and Judge, 2017). The ways leaders guide their teams through motivation and direction make up leadership style. Scarcely, any two leadership styles have the same influence on team interactions and business effectiveness. Command structures operate together with contemporary participatory strategies. Their earliest leadership theory attributes success to three inherent features that effective leaders demonstrate: intelligence, charisma, and decisiveness (Buchanan and Huczynski, 2007). 
Research argues that these attributes create leadership potential across diverse organisational scenarios. Trait theory provided the foundation for original leadership investigations, yet experts fault it for creating simplistic models that ignore environmental or contextual traits that can predict leadership success (Khan et al., 2021). They believe effective leaders succeed based on situational factors and organisational challenges.
In contrast, behaviour theory replaces studies of intimate leadership qualities by examining what leaders actively do during their roles. A behaviour leadership theory presents two distinct behaviour categories for effective leaders that focus on productivity achievement or emphasise the development of employee satisfaction and relationships (Cai, 2023). Behavioural leadership theory claims leadership behaviour is trainable, creating a better development approach than trait theory.
Contingency theory enhances leadership research by establishing that the context of the environment controls leadership success (Arnold, 2020). For instance, Fielder states that no definitive leadership approach exists since leaders must modify their leadership methods based on task needs, team structure, and organisational factors (Mullins, 2019). According to James MacGregor Burn's principles, the practices of transitional leaders rely on leaders who motivate followers through value-based alignment between the organisation's vision and personal agendas for settings that need innovation and change inspirational engagements (Boddy, 2017). 
A transactional leadership approach effectively drives follower commitment using inspirational interactions. Leaders employ transactional and implement specific rewards and penalties to evaluate performance yet provide structured leadership that is most effective within predefined operational environments with well-defined goals and protocols (Khairy et al., 2023). Finally, the culture of laissez-faire leadership means leaders provide broad organisational freedoms to their employees. Fast-moving hospitality operations face difficulties under this style since they struggle with coordination needs and team direction requirements. 
In laissez-faire leadership, leaders provide minimal guidance but completely separate work responsibilities from direct supervision. For example, French origin presupposes "let do," demonstrating that leaders trust their team members to decide tasks independently and oversee their assignments unassisted (Henson, 2023). This leadership approach creates innovative possibilities but struggles to deliver necessary directional stability within demanding coordination requirements. 
The primary advantage of laissez-faire leadership is its ability to cultivate creativity and innovation among team members (Mullins, 2019). Leaders gain valuable results when they minimise their involvement to let workers determine decisions that stimulate critical thinking and generate fresh solutions. Standpoint customised experiences are achieved through this leadership style because of the competitive advantage it offers businesses operating in the hospitality industry. Through unregulated leadership, hotel workers can produce guest-specific experiences alongside new hotel services that strengthen corporate identity and guest happiness rates (Giousmpasoglou, 2024). Laissez-faire leadership empowers employees through a workplace ownership structure that creates personally responsible employees with committed staff members for higher job satisfaction (Desgourdes et al., 2024).
Furthermore, another positive aspect of laissez-faire is that implementing this leadership approach enables team leaders to increase employee independence in decision-making, which scientific research has shown boosts worker motivation and job satisfaction. Studies show that employees who acquire control over decision-making responsibilities and task performance management without superior oversight develop enhanced employee engagement and empowerment (Banu et al., 2023). 
Restaurants and front desk hospitality businesses gain maximum advantage from employees' autonomy because staff members can solve customer problems using their specialised knowledge and insights (Boddy, 2017). For instance, at The Ritz London in the UK, concierge and front desk workers receive authority to tackle guest needs and manage problems to boost service excellence and guest satisfaction (Larrinaga and Vallejo, 2021). Employee autonomy produces dynamic teams because individuals take the initiative through their strengthened role confidence, which results in higher employee satisfaction levels while employees show increased motivation toward peak performance. 
Laissez-faire leadership exhibits its greatest weakness during situations requiring urgent decision-making, structured business practices, and coordination actions. A business environment must maintain clear direction to avoid staff confusion while increasing efficiency and coordination between team members (Buchanan and Huczynski, 2007). Employee cohesion monitoring suffers when hotel check-ins and events occur under a laissez-faire leadership approach. 
Unclear workplace instructions create difficulties for staff members in managing tasks and controlling customer expectations, resulting in deteriorated service delivery quality (Schou et al., 2024). For example, the Savoy Hotel in London uses structured leadership and operational guidelines to deliver smooth check-ins and event management among its luxury services in the UK (Wall, 2023). Poor guest experiences result in dissatisfied customers who create a hostile business. The absence of oversight threatens to lead to misinformation exchanges, which harm guest satisfaction and the hotel's prestigious reputation status.
Additionally, laissez-faire leadership faces a critical drawback because its reduced organisational accountability provides insufficient oversight. Employees get the autonomy to decide matters but lack regular supervisory assessment of their work performance. Leaders' relaxed control style in hospitality services creates adverse effects when employees disregard their duties and display performance inadequacy. For instance, a lack of ongoing guidance results in decreased productivity and increased risk of employee work disengagement (Robbins and Judge, 2017). Without employee accountability from leadership, resentment grows among superior performers who observe others slide in performance but receive no recognition for their dedicated work. Such conditions can damage employee morale and introduce toxicity within the workplace because diligent employees view minimal supervision as ethically deficient. 
Management success in hotels relies on leadership principles that generate operational excellence and superior customer experiences. According to specific industry contexts, laissez-faire is alongside customer experiences. The laissez-faire leadership model proves efficient in particular industry contexts because it provides employees substantial freedom to act independently (Ahmed Iqbal et al., 2021). Within a laissez-faire approach, proficient task completion and employee proactive initiative enable autonomous work without managerial oversight. For instance, the front desk staff receives autonomy to address guest complaints and personalise hotel experiences without needing daily direction from management.
Moreover, laissez-faire finds its best application within the housekeeping department of hotels (Sürücü and Sağbaş, 2021). When hotels maintain experienced housekeeping teams, managers should let staff plan their work schedule and methods while maintaining set quality standards; this management approach allows housekeepers to handle scheduling decisions, selection of cleaning techniques, and input regarding specific guest requirements. For example, at the Ritz-Carlton's luxury resort, housekeepers receive trust to decide on their most effective work schedule so long as they fulfil the hotel's cleanliness expectations (Dimitrakaki, 2023). 
Under a laissez-faire management system, housekeepers must have the autonomy to make schedule choices, freedom in technique selection for cleaning work, and the ability to provide their input about guest requirements. According to Baquero (2023), hotel managers can boost employee engagement and work satisfaction by enabling housekeepers to showcase their knowledge base. Employees with full autonomy show improved work pride, enhanced performance levels, and more muscular job retention. 
In professional settings, such as concierge services and guest relations roles, laissez-faire leadership allows staff to customise unique customer solutions (Koeswavo et al., 2024). For example, staff members at the Four Seasons Hotel are encouraged to create personalised journey plans for each guest beyond regular hotel services (Bardukova, 2023). Luxury hotel concierges realise the benefits of laissez-faire leadership by creating exclusive customised tours that follow guests' interests to discover unorthodox visitor activities, enhancing guest satisfaction (Armstrong, 2021). Through this management approach, staff members develop trust collaboration since they can confidently make decisions that influence direct guest experiences. 
Nonetheless, hotel management work contains situations that make laissez-faire leadership inappropriate. Strong operational performance and superior service quality require explicit leadership supervision and effective coordination systems during peak season operations and significant events (Olayiwola et al., 2019). For instance, when major conventions occur at hotels such as New York's Marriott Marquis, staff often experience difficulties with task management and guest service requirements because of a lack of clear leadership. A lack of clear direction for staff before large conferences will likely create confusion about guest expectations, leading to room-overlooking problems and delayed service delivery. Staff need directive leadership in these scenarios to establish proper preparation, define tasks, and coordinate efforts among team colleagues. 
In addition, small hotels under laissez-faire leadership succeed, but this style does not apply to big hotel chains that operate high-volume services. For instance, in large hotel chains, managers typically rely on transactional methods to guarantee staff adherence to established company standards and protocols. Operational efficiency and consistency in public facilities can be achieved through structured departments with defined hierarchical organisations and specific protocols (Alkhodary, 2023). For example, managers at Hilton London Metropole in the UK implement structured leadership through transactional strategies for maintaining service quality while ensuring brand standard consistency across their high-capacity operations (James and Northey, 2022). More significant operations benefit most when users apply transactional or transformational leadership approaches for effective oversight.  
Because of diverse organisational implementation approaches, laissez-faire leadership affects team effectiveness and employee morale in intricate ways (Lundmark et al., 2022). Such implementation strategies in appropriate organisational settings lead to higher team results and improved employee satisfaction. Its implementation under high-pressure accountability.
Laissez-faire leadership demonstrates its most significant strength through its capability to empower workers through independent choice while holding them responsible for their work decisions (Thanh et al., 2022). Hotel staff committed to food and wine service training widen their job responsibilities through creative menu development, thus bringing out increased job-related engagement. By grating autonomy to employees, this approach generates motivation and increases professional satisfaction with their decision outcomes. Employee job satisfaction rises alongside increased creativity because staff members feel empowered to make decisions and take on specific responsibilities (Boddy, 2017). Employee morale soars through workplace independence because staff recognises the transition of their roles from essential duties into professional demonstrations of their expertise.  
Nevertheless, laissez-faire leadership demonstrates distinctive weaknesses according to team effectiveness principles. Without clear direction, hotel operations in fast-paced environments confront broken efforts that spread throughout the team because of inefficient coordination. For instance, task prioritisation suffers among teams serving many guests at check-in and dining times since the establishment lacks straightforward coordination strategies and clear instructions (Robbins and Judge, 2017). A centralised guide keeps teams coordinated, yet employee confusion causes errors and decreases service quality. Employee performance faces risks during busy times because teams lack specific guidelines, leading to delayed check-ins and unclear guest requests that potentially upset customers. 
Using laissez-faire decreases managers' ability to hold team members accountable for their work. Employees maintain diminished motivation toward performance expectations because they receive extensive autonomy without proper check-ins. For instance, Hotel managers' excessive self-governance frequently leads them to overlook crucial tasks while missing project deadlines and refusing to address guest feedback (Prentice et al., 2025). Enforcement standards delay and diminish employee commitment, resulting in lower employee performance. Top team member performance degrades when team members develop relational issues resulting from uncontrolled co-workers.
In conclusion, the laissez-faire leadership approach affects hospitality organisations in positive and negative ways, transforming workplace performances and employee satisfaction levels. This approach brings out employee creativity while raising job satisfaction levels and empowering decision-making capability among staff members who work in housekeeping and reception positions. Laissez-faire leadership causes adverse effects, including poor coordination and decreased decision-making speed, that deteriorate quality control and operational effectiveness in situations with high-pressure circumstances. Employee performance will decline when there is no clear vision for direction. Low-volume, small-scale operations generally succeed under laissez-faire leadership, yet transactional and transformational leadership dominates high-volume businesses. Before implementing a balanced leadership approach, hospitality must evaluate operational requirements to ensure optimal results from autonomous control and accountability systems that boost service delivery excellence and customer contentment levels.
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