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Introduction 
This essay looks at the different roles of managers and leaders in a company, showing how their focus and ways of working differ. Managers are mainly responsible for handling tasks, processes, and resources to meet the company’s goals. They make sure everything runs smoothly by planning, organising, and controlling activities, often using authority to maintain order and reduce risks. This structured approach helps prevent chaos and ensures that projects stay on track. Leaders, on the other hand, focus on inspiring and motivating people. They create a vision for the future and encourage others to achieve their full potential, promoting innovation and trust. By fostering an inclusive environment, leaders can tap into the unique strengths of team members, which can lead to greater creativity and collaboration. The essay also looks at different leadership styles, such as Lewin’s Leadership Model, Adair’s Action-Centred Leadership, and Transactional Leadership, and explains how these approaches impact team performance and employee happiness. Through examples from industries like hospitality, it shows how leadership styles can affect both short-term success and long-term employee engagement. The essay highlights that successful individuals often combine both management and leadership skills, adapting to different situations to help the company grow and succeed in the long run, ultimately creating a more resilient and motivated workforce.
Main body 
A manager and a leader have different focuses and ways of working. A manager's main job is to oversee tasks, processes, and resources to meet the goals of the organisation. They do this by planning, organising, and controlling activities. Managers prioritise efficiency, try to reduce risks, and keep things stable, often using their authority to enforce rules.(Fuertes et al., 2020). In contrast, a leader focuses on guiding and motivating people. They create a vision for the future and work to build a culture of trust and encouragement. Leaders look at long-term goals, promote innovation, and inspire others to reach their full potential. (Dalia, S. et al., 2021). While managers play a vital role in keeping things organised and managing day-to-day operations, leaders are the ones who drive change and influence the organisation's direction. Both roles are important for success, and effective individuals often combine the skills of both leadership and management. By adapting to different situations and changing business environments, they can enhance performance and engagement, leading to growth and resilience within the organisation. (McLaughlin & Kunk-Czaplicki, 2020)
[bookmark: _Hlk179213534]According to (Lindberg, 2022) Lewin’s Leadership Model divides leadership into three main styles, autocratic, democratic, and laissez-faire. Autocratic leaders make decisions independently, often integrating power and authority, which can be effective in fast-paced or crisis situations that require quick action. However, this style can alienate team members who may feel undervalued or unheard, potentially leading to decreased morale and engagement. (Elkhwesky et al., 2022) Democratic leaders, on the other hand, actively encourage team involvement in the decision-making process, fostering an environment of collaboration and creativity where diverse ideas can succeed. This participative approach can increase job satisfaction and commitment but may also slow down decision-making when agreement is hard to achieve. (Dimitriou, 2022) Laissez-faire leaders adopt a hands-off approach, granting the team significant autonomy in how they work. This style can be beneficial when team members are highly skilled and self-motivated, but it may also result in confusion or a lack of direction if clear goals and oversight are not provided. (Fouad, 2019)
On the other hand, john Adair’s Action-Centred Leadership model highlights the importance of balancing three essential components: task completion, team dynamics, and individual needs (Business Balls). Leaders who successfully navigate these elements ensure that tasks are completed efficiently while simultaneously fostering strong relationships within the team and addressing the unique needs and aspirations of individual team members.(Shore & Chung, 2021) This universal approach not only promotes productivity but also contributes to a positive work environment where individuals feel valued and supported, making it particularly effective across various organisational settings and team types. (Linklater & Gambrell, 2019)
Another leadership theory is the Transactional Leadership which operates on a clear system of rewards and retributions, according to (Kendra Cherry, 2022) states that where leaders establish expectations and motivate their team to achieve specific goals. By offering rewards for success such as bonuses, promotions, or recognition, leaders create an incentive for high performance. (Sam Liu, 2017) argues that equally, they may impose consequences for failure to meet established standards. While this leadership style can be particularly effective in environments where structure, efficiency, and compliance are paramount, it may limit creativity and innovation by fostering a culture that prioritises meeting immediate objectives over exploring new ideas or solutions. (Sam Liu, 2017)
Furthermore, the Contingency Theory offers a flexible approach to leadership, suggesting that there is no one-size-fits-all leadership style. Instead, effective leadership depends on various situational factors, including the characteristics of the team, the nature of the task, and the leader's authority. (McAdam et al., 2019) Fiedler's Contingency Model emphasises the importance of assessing these factors and adjusting leadership behaviours accordingly to boost effectiveness. This adaptability allows leaders to respond to changing dynamics and varying challenges, making it a valuable approach in diverse settings. (Master class, 2022)
Lastly, the Trait Theory suggests that leadership effectiveness is linked to specific inherent traits, such as confidence, charisma, intelligence, and integrity. While this theory highlights the importance of personal characteristics in effective leadership, it has faced criticism for neglecting the role of situational factors and the development of leadership skills over time. (Verawati & Hartono, 2020) Many believe that while certain traits may facilitate leadership, effective leaders can also be cultivated through experience, training, and continuous personal growth, demonstrating that leadership is not solely a matter of innate qualities but can also be nurtured through learning and practice. (Sposato, 2023)
Lewin's Leadership Model helps us understand how different leadership styles affect team dynamics and morale (Hussain et al., 2018). However, applying it in real life situations shows more complex and sometimes conflicting results. For instance, while autocratic leadership is often praised for being efficient, it can have hidden costs beyond just morale problems. (Kaur & Kaur, 2020) In the case of The Savoy Hotel's renovation, finishing the project on budget in the short term hurt long-term employee engagement. This leadership style can push staff away, leading to high turnover, less creativity, and a disengaged workforce, all of which negatively affect customer satisfaction. (Penta, 2024). This is especially important in hospitality, where the customer experience is closely linked to employee morale. The model does not consider the high operational costs that can arise from low morale, which can outweigh the initial benefits of having strict control. (Manhas & Tukamushaba, 2015)
Democratic leadership, as shown by The Ritz-Carlton Hotel, seems to be a more sustainable approach, especially in service industries that depend on employees to provide excellent experiences. This style focuses on teamwork and inclusion, which can improve morale. (Dimitrakaki, 2023). However, it has its drawbacks. For instance, the emphasis on collaboration may lead to slower decision-making, which can be problematic in a fast-paced industry where quick responses to guests are crucial. (Samuelson et al., 2016) This raises the question of whether this level of inclusivity is always the best choice in such environments. Additionally, too much involvement in decision-making can shadow lines of accountability, making it harder to determine who is responsible for what. While democratic leadership can enhance employee satisfaction, it may also lead to excessive collaboration, which could affect how well the organisation operates. (Bhatti et al., 2012)
Laissez-faire leadership is often praised for encouraging innovation, but it can cause problems in structured industries like hospitality. (Ahsan & Khalid, 2023) Without enough supervision, service standards can become inconsistent, which is a major concern for brands that rely on consistency and dependability. When there is no clear guidance or accountability, this leadership style can create confusion because not all employees perform well without direction. While laissez-faire leadership is seen as a way to promote creativity, it can actually lead to operational issues if employees lack self-discipline or if there are not strong guidelines to help them. (Wong & Giessner, 2016)
In contrast to Adair’s Action Centred Leadership where it aims to balance three important areas: tasks, team cohesion, and individual needs. (Adair, 2006) However, it can be challenging to implement this balance effectively. For example, while Four Seasons hotel does well in managing these elements, (Isadore Sharp) other organizations with fewer resources may find it harder to do the same. The idea that leaders can give equal attention to all three areas is a bit too hopeful, often, managers will focus too much on one aspect, which causes an imbalance. Focusing too much on individual development can harm team unity, while emphasising task completion may lead to burnout or disengagement. (Simons & Lomax, 2021) . Although Adair’s model provides a more complete framework, it does not fully address the lack of resources and skills that can make achieving this balance difficult. 
[bookmark: _Hlk179302118]Lastly, transactional leadership, as practiced in Hilton hotel, has clear advantages in maintaining operational consistency and efficiency. However, it can stifle creativity and intrinsic motivation over time. (McLaughlin & Kunk-Czaplicki, 2020) Relying too heavily on external rewards like bonuses and promotions can make employees perform just to earn these incentives rather than out of genuine interest or job satisfaction. This can result in a stationary work environment where employees only do the bare minimum instead of looking for innovative ways to improve service. (Elshaer & Marzouk, 2022) While transactional leadership might help maintain high standards in the short term, it can create a mechanical and uninspired workforce in the long run, which is particularly harmful in customer facing industries where creativity and personalisation are essential for success (Zheng et al., 2023). 
Looking at other leadership styles that can also have a great effect on how well a team works and how happy employees are. For example, democratic leadership, which involves making decisions together and including everyone, can improve team effectiveness by building trust and cooperation among members. As (McLaughlin & Kunk-Czaplicki, 2020)  emphasises that when employees feel appreciated and listened to, they are often happier, which boosts their motivation and dedication to the team's goals. On the other hand, autocratic leadership, where decisions come from the top down, can hurt team effectiveness because it limits creativity and new ideas. (Pardue, 2024) states while this style might get quick results in urgent situations, it can lead to unhappy employees who feel powerless and disconnected.
Transactional leadership, which emphasises clear rewards and expectations, can create accountability and consistency in teams. This approach works well in situations where tasks are routine and clear-cut. However, it might lead to lower employee satisfaction over time if people feel their work is not valued beyond just meeting targets, limiting their creativity and growth (Abbas & Ali, 2023). In contrast, transformational leadership inspires and motivates employees by creating a shared vision and supporting personal development, which can greatly improve both team effectiveness and employee happiness. (Dwivedi et al., 2020) Leaders using this style often foster a positive work environment that encourages innovation, engagement, and a sense of purpose among team members. Whereas, Adair’s Action-centred Leadership focuses on achieving tasks, building team spirit, and addressing individual needs, making it effective for improving team dynamics. By ensuring tasks are completed while also considering the needs of team members, this style can lead to greater satisfaction and loyalty. (MacKian, 2021) Meanwhile, contingency theory highlights that there is no one-size-fits-all leadership style. (Müller et al., 2024). Leaders who can adapt their approach based on the situation like being more directive during a crisis or more collaborative in everyday tasks can boost team effectiveness and keep employees satisfied.
Conclusion 
it is important to understand the difference between management and leadership in organizations. Managers focus on keeping things running smoothly and efficiently through established processes, while leaders inspire and motivate people to be creative and work together. Different leadership styles, like autocratic, democratic, laissez-faire, transactional, and contingency, have various effects on team dynamics, employee happiness, and overall performance. Autocratic leaders may get quick results but can make employees feel undervalued, while democratic leaders encourage teamwork and satisfaction but may take longer to make decisions. Laissez-faire leaders support creativity but can lead to inconsistency without proper guidance. Transactional leaders create clear expectations but might limit motivation over time. Adair’s Action-Centred Leadership emphasizes balancing tasks, team relationships, and individual needs, which can be difficult to achieve. Overall, the best leaders adapt their styles based on the situation and the specific needs of their team. By doing so, they can create a motivated workforce that meets organizational goals while maintaining a positive work environment. This adaptability is key for organizations to grow and succeed in a constantly changing world.
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