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 	The hospitality industry depends on strong leadership because leadership shapes how well teams perform and motivates employees while creating better customer experiences (Bavik, 2023). Leading teams well and building an encouraging workplace becomes crucial when customer happiness drives industry success. To study this concept, the essay will examine how laissez-faire leadership empowers employees to decide and manage tasks independently without managerial supervision. Leaders apply the laissez-faire style when they manage skilled and motivated employees in advanced work settings (Elkhwesky et al., 2022). This essay looks at how laissez-faire leadership promotes better team results and happier employees in upscale hotel settings. To study this further the essay will combine Lewin's leadership styles framework and McGregor's Type X Type Y theories to explain how laissez-faire leadership affects team work and employee involvement. This essay will give useful recommendations to manage laissez-faire leadership properly in hospitality so both employees and teams succeed.


 	The hospitality industry relies on leadership to reach success since proper team oversight and high employee motivation shape its operations. Adair's Action-Centred Leadership (ACL) model focuses on three overlapping areas; leaders handle three distinct leadership areas that combine task goals, team objectives, and individual advancement. The model shows that leaders achieve results when they handle these tasks together. To meet task demands it is important to establish objectives while ensuring everyone has required resources. A leader must learn about staff goals before helping them get better at their jobs through feedback and learning opportunities. McGregor's Theory X and Theory Y outline two basic types of assumptions leaders have about their staff's work attitudes (Gunawan et al., 2024). Theory X believes staff members dislike work and stay unmotivated unless strict oversight controls their actions. Theory Y believes employees work better when given control and when leaders trust their capabilities to make decisions. Leaders who share this perspective give staff members a direct role in company decisions.
 	Leadership styles explain how leaders manage their teams by setting direction and reaching end goals. When running businesses using an autocratic leadership style decision power and control stay within leadership positions while team members remain excluded from input. By using this leadership method leaders solve urgent hotel problems and ensure quality service standards through quick decision-making. The head chef of an upscale restaurant needs to use an autocratic leadership approach to reach precise standards of service quality. Employees develop lower job satisfaction when this style restricts their creative input and feedback participation. Studies by Maamari and Osta, (2021) show that managers using strict control methods boost production yet reduce employee satisfaction and independence. Democratic leaders encourage staff input and want their team members to share ideas before choosing a course of action. Using this management style creates the best results when innovation and team involvement are essential. When employees take part in running their work through democratic leadership their engagement improves and morale increases. The general manager organizes weekly team gatherings to develop service methods that involve personnel ideas. Research proves that democratic leadership builds happier teams who work better together (Kayyali, 2024). 
 	Under laissez-faire leadership employees gain freedom to take charge of their work without constant managerial oversight. This leadership method suits highly trained teams that naturally take charge of their own tasks. Leaders in hospitality establishments should adopt this style to help their event planners and guest experience designers feel more creative in their work. When a luxury resort adopts laissez-faire leadership its marketing team benefits from an autonomous work environment as they design distinctive promotional campaigns. Performance success depends on the level of expertise the team demonstrates. According to Isaac Sewornu Coffie et al., (2024) research leaders who adopt a laissez-faire style risk poor performance because teams need clear objectives to succeed. Under laissez-faire leadership employees receive substantial freedom to make decisions without constant direction from their leader. Leaders who follow this leadership method give helpful resources and training while steering clear of regular supervision tasks (Klijn, de Boer and Eshuis, 2020). Team members who work under this leadership style develop new abilities while becoming more responsible at their jobs. 
 	Team members who receive less supervision learn to take charge of their work independently. This leadership method delivers optimal results with professional hospitality staff including event planners and department supervisors. Employed staff becomes more productive when they manage their duties on their own (Serenko, 2023). When leaders maintain this leadership style they create an engaging workplace that nurtures experienced and driven employees. They achieve outstanding results when they work free from exact requirements. A luxury hotel's executive chef achieves great results when given independent freedom to develop signature menu items that improve guest dining experiences. Under laissez-faire leadership people naturally take risks and discover better ways to solve problems (Elgoibar et al., 2024). Teams can detect problems and find answers on their own without needing frequent direction from managers. Front desk personnel at hotels can build better check-in methods on their own initiative. People who manage their own tasks usually create innovative methods that improve workplace performance.  
 	On the other hand, Laissez-faire leadership provides numerous strengths however it does not perform well in environments that require strong leadership and organization. Without clear leadership direction teams tend to perform less as a united group and take fewer responsibilities (Evans et al., 2021). When employees lack proper guidance they possibly fail to follow the company's objectives. When leaders take no action in hospitality businesses it creates unpredictable service standards and dissatisfied customers. Employees with limited skill or little work experience might struggle to do their job without guidance from top management. Frontline hospitality staff members without strong skills or confidence sometimes get too stressed when leadership does not offer support. According to Neves (2024) study leaders who adopt a laissez-faire approach create confusion among teams that need closer supervision and weaken staff motivation.  
 	Leaders who handle employees with minimal direction experience communication breakdowns between teams. Leaders using this leadership style will not immediately deal with team problems which can get worse. Front desk supervisors lose control of tasks when leaders fail to participate in workload assignments during hotel operations (Ari, 2022). When leaders fail to keep track work quality decreases and staff becomes less satisfied. A leader who lets everything take care of itself creates unfair workplace conditions for employees. Workers who drive themselves forward can perform well at their jobs but others struggle because they lack clear job requirements. When leadership does not balance workloads in hospitality settings it damages teamwork and makes it harder to deliver good service. According to Nishii and Leroy, (2022) research groups operate more effectively under focused leadership rather than when leaders allow free reign to team members.  
 	In the view of Hoang et al. (2021), the laissez-faire leadership produces excellent results at UK luxury boutique hotels because employees need freedom to create innovative guest services. Leaders who let their well-trained staff decide on their own make better services and produce fresh ideas. For examples, the Savoy luxury hotel location in London gains success by crafting personal guest experiences. Under this approach the head of guest services can design personalized adventures for VIP clients by arranging private tours of the British Museum and arranging meals in London's highest-end restaurants (The Savoy, 2024). The management team sets guest satisfaction requirements yet lets each member take full responsibility for making improvements at work. Moreover, at Premier Inn, this leadership enables team members to express their creative ideas. Because the hotel places equal weight on wellness and dining the spa directors and chefs receive ample opportunity to craft original programs. The spa workforce designs unique treatment plans for guests and chefs may choose their dining concepts based on fresh seasonal produce available nearby (Premier Inn, 2024).
 	In addition, Laissez-faire leadership at Gleneagles Hotel in Scotland lets the team create outstanding recreational services for guests. The activities team controls how they provide golf services along with falconry lessons and horseback riding without needing excessive oversight (Gleneagles, 2025). Team members can make highly memorable experiences for each guest without heavy supervision due to this freedom. Although laissez-faire leadership succeeds in upscale hotels that train their teams effectively, this method proves less effective at Travelodge as managers need direct control for maintaining operation standards across locations. 
 	When leaders follow this style they help team success and staff happiness depending on how well teams work together and what employees bring to the job. Based on Kurt Lewin's leadership styles framework this leadership approach allows team members freedom to innovate yet needs employees who are well-trained and driven to produce results. Under a laissez-faire leadership employees gain more authority to do their work. Under Self-Determination Theory Deci and Ryan 1985 maintain that giving employees freedom to make decisions strengthens their natural drive to work (Jacques-Gagnon et al., 2022). When leaders let their team make their own choices and handle work independently they tend to feel happier about their job while creating more creative solutions. The ability to make their own decisions leads to superior service quality and creates modified guest engagements which improve team success. By allowing trustful bonds between leadership and employees this style develops stronger team unity (Ferger and Rechberg, 2022). When staff members at The Savoy sense their leaders' trust they help each other succeed towards common goals. When leaders give authority to their team members they can stop watching every move while they direct the organization's main goals.
 	Weakened team output and discouraged spirit will result from decision-making leadership styles when staff needs training and support to perform alone (Koswara et al., 2021). Gleneagles Hotel staff experience service issues when managers keep too far away and only offer minimal guidance because employees need both training and defined duties to succeed. When team members cannot do their work effectively because of leadership's lack of involvement they become unhappy and produce lower-quality results. Teams will feel ignored when leaders do not provide guidance so employees may experience reduced support. Problems grow worse when managers leave their staff without guidance in life-or-death work situations. Despite trusting employees with freedom they require complete training and definite job expectations to succeed in their role. Team members need to learn exactly what they need to do to support company objectives. By building these basics the team can develop both self-assurance and operational capabilities. When people know what their work should achieve they remain confident and stay on track with clear direction.
  	Auto-focused leaders require equal openness to team needs. Leaders must conduct routine discussions with their staff to discover how well tasks progress along with when their guidance helps. Workers need to ask for help freely without facing supervisory oversight. An open channel of communication helps workers stay motivated by knowing their manager supports them from the beginning when problems arise (Hoang et al., 2021). Effective team assignment is essential for successful laissez-faire leadership style. Leaders need to know their team members' skills best to send work matches what they can do well (Elkhwesky et al., 2022). Turning over work to employees does two things; it creates an efficient team while building their self-assurance through the faith in them. Putting tasks to the right people who perform best within the team works to improve team success.


 	It has been concluded that situations hospitality leaders gain great results through trusting their team members to make decisions. Luxury hotels The Savoy Chewton Glen and Gleneagles reveal that when managers trust and empower skilled staff teams they create original solutions and deliver top service to guests. The approach works best for hotels when dedicated employees join forces with specified job targets. If managers do not train their employees correctly this leadership approach produces confusion and causes staff morale to drop plus service quality varies unpredictably. Leaders mix delegating work with setting systems when they support employees and match duties with job fit under laissez-faire leadership to boost performance. This method creates happy teams that produce value with creativity and runs operations efficiently. By skilfully using this leadership approach leaders build successful and happy teams that help their hospitality businesses succeed.
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