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The following essay’s purpose is to provide an overview of the existent leadership styles and theories obtained from credible sources providing short characteristics of each leadership styles and analysing in dept democratic leadership style chosen for the presented essay. Positives and negatives aspects of the leadership will clarify if democratic leadership impacts positively the organisation, employee morale and team effectiveness. Two studies on democratic leadership from five stars hotels will be presented with the purpose to obtain and confirm expert opinions in regards democratic leadership of the style within management of the hotel. Before analysing in dept democratic leadership, an overview of existent styles and theories for leadership will be discussed to ensure a greater understanding of the following pages.
[bookmark: _Int_sCvngS4w]“Leadership involves the capacity to translate vision into reality” (Hall, Meyer and Clapham, 2023). The source confirms the main two concepts of leadership such as transactional and transformational leadership. Transactional leadership use followers to punish or reward their compliance and efforts resulting in followers exchanging, in a total contrast with transformational leadership where followers are empowered with no matter of their gender or culture, being considered a successful leadership style. Autocratic leadership instead, is characterized by own decisions and beliefs, considered a “dictator style” (Mughal, 2018). The source suggests that autocratic leaders do not accept advice from others, taking decisions based on their own judgement and ideas considered as micromanagement as this specific leader delegate tasks with the intention to observe every team member on how they perform the activity given, stressing the employees, impacting negatively employee’s morale. Laissez-faire leadership, as the name suggests, allows followers to take their own decisions and risks, minimal implications as a leader, total opposite from micromanagement or autocratic style, although allowing employees to have such high level of autonomy in decision-making process could lead to negative impact of the organisation, especially from less skilled employees (Arenas, 2017). Continuing with McGregor theory X and Y, theory X is based on assumptions of monetary values, where followers suffer penalties for their lack of ambition and interest for tasks, resulting in micromanagement and a rigid structure where employees morale is impacted negatively without obtaining job satisfaction, avoiding tasks as much as possible without ambitions or desire for autonomy, while theory Y is based on assumptions of job satisfaction, autonomy with less supervision as followers would complete tasks without being told, accepting work challenges and being collaborative from their own initiative, the leader from theory Y is confident and encourage employees to get involved in decision-making processes with a high trust in team members, theory Y leaders are open in communication (Lawter, Kopelman and Prottas, 2015). Blake and Moulton Managerial Grid focuses on five combinations such as impoverished management where “they do as little as they can with production or with people” (Mulins, 2013, p.208), being considered ineffective leadership as leaders are concerned about themselves and unresponsive to employee's requests or needs. Authority compliance-managers are autocratic and tend to give instructions and standard tasks, however, followers are considered uncooperative if instruction is challenged. For authority compliance leaders results are more important than employee’s morale and job satisfaction and team members are considered machines to produce desired results (Mulins, 2013). Country club managers are seeking to obtain harmony and conflict avoidance between followers, although ideas from followers are rejected to avoid difficulties. Middle-of-the-road managers approach is based on “live and let live” concept, avoiding issues and concerns swinging from production to followers concerns without focusing on a specific side being focused on employees and not on production, unable to find a balance between the two to satisfy business needs at the requested level of productivity (Gatfield, 2005). The fifth combination of Moulton Managerial Grid are team managers. They are seeking solutions, allowing followers to be creative and take decisions with high commitment for organisation objectives, confronting real issues and open to find solutions including followers in their decisions (Mulins, 2013). A different leadership style is Adair’s model of action centred leadership, known as ACL. John Adair model focuses on people where followers are involved in achieving success, motivating people to achieve success by offering the environment needed to succeed as individuals and as a team. Adair’s leadership focuses on development of employee as individual, team development and task achievement. Adair sustains that half of the motivation comes from the individual and the other half comes from work environment where the leader is important in member development by setting realistic achievable goals with specific recognition based on the progress made through development (Adair, 2007). Ending with great man theory approach, suggesting that only specific people are born with leadership talent and no other aspects of other people matter. Suggesting “praise and glory” for born leaders without teachable skills, confirming that courage and the capacity to be a leader is from “are born, not obtained” (Mouton, 2019).
“Today hospitality managers need to adopt a democratic, consultative style with their subordinates in order to get the best out of them” (Mulins, 2013, pp.236). Global economy can be affected by a leader’s behaviour, influencing followers and organisation functionality. According to Brooks, 2018, between organisational culture and structure exist a strong bond to organisational performance. The source suggests that employees are committed to follow business regulations, morals and principles conditioned by organisational culture, performance and management. Depending on goals of an organisation, type of business and environment, however, leadership must be appropriate to obtain positive result as a structure. Hence, democratic leadership is suitable for an organisation seeking motivation and high morale for employees (Brooks, 2018). Continuing with positive arguments about democratic leadership. Bozeman and Crow, 2021, suggests that employees feel motivated and important by taking part on the process of decision making, followers feel encouraged, and less supervision is needed as they will take accountability for the tasks given with high satisfaction as employees. As confirmed by Lyon, 2019, democratic leadership is effective on problem resolution, hence Democratics involve followers in their decision-making process as solutions are found quicker. The source argues that honesty is a priority in their leadership and leaders have a solid foundation about how the future of the organisation will be built. For example, numerous studies have shown that employees who found satisfaction at their workplace are less absent from shifts as they feel appreciated and valued, happy to complete tasks overtime and to participate to business success and goals (Dur, 2020). Although democratic leadership has numerous advantages, numerous credible sources like Puddington, 2014, argue that democratic leadership could be slow in developing new solutions, as involving everyone takes longer time to participate. For example, team members sickness or time-off as essential human needs, affecting business necessities. Another issue could be leadership exhaustion based on extra effort and time offered by the leader to support the team in need, missing important business necessities and multiple times ending in burnouts. For example, not all employees feel confident in taking decisions, hence in this scenario, employees could have the wrong impression of “working harder” than democratic leaders (Puddington, 2014). An important disadvantage of democratic leaders is co-ordination. For instance, the disagreements on a specific task or topic creates a communication issue and high chances to result in poor ideas from employees that are weakly skilled. A study made on a five-star hotel from Antalya about democratic leadership shown that employees morale and job satisfaction is increased through democratic style, allowing them to be creative and obtain support for individual creativity, resulting in a healthy work environment, however, the lack of skills of employees is an obstacle in obtaining valuable information that brings innovation and new products based on customer needs as being a “complex industry and a need to create customer experience”, experienced staff is necessary for a continuous improvement and organisation positive performance (Kocatepe and Osmangazi, 2022). According to Mukhles, 2013, the studies made to investigate the employee job satisfaction based on leadership style, shown that gender of the leader has a positive or negative impact on employees, depending on the group number of females or males. For instance, team with more males will appreciate more a leader from the same gender. The employees from the study, shown a higher job satisfaction for the communication method offered by democratic leadership, suggesting that promotion schemes and incentives offered by democratic leader, working conditions and the support offered by the leader during shifts, resulted in the highest job satisfaction between democratic and laissez-faire, although the writer suggests that are highly connected as styles. “Prevalent leadership style among managers was democratic style” (Mukhles, 2013). Sheets and O’Halloran, 2017 suggests that some leaders chose to lead by inspiring and motivate employees “to enact positive change” classifying democratic leadership as emotional style because is human oriented. Although democratic leadership is appreciated within employees, for the organisation, events like technical failures, accidents, natural disasters or terrorist attacks are placed from every leader under a contingency plan being imperative to have planning procedures and an established hierarchy in delegating tasks (Sheets and O’Halloran,2017). According to Rahimi, 2017, leaders have different approaches for team effectiveness and morale. The author sustains that some leaders have specific times allocated for team complaints and discussions, while others prefer to create team meetings with all employees, hence the effectiveness of the actual issues are not fully discussed as multiple employees prefer privacy. Although Craig Poole, for example, is a servant leader, some of his actions characterize a democratic leader  such as helping employees to succeed, no judgements about workers, his patience to listen, the level of integrity and honesty offered to his employees, the patience to help and allowing employees to be involved in the actual business goals (ProTech, 2024). Further research suggests that democratic leaders can pay for groups and organisations needed for team engagement or team morale through incentives as this type of leadership is high in productivity increasing group moral from both sides such as emotionally and financially (Snyder, 2014). The source confirms that democratic leaders encourage participation to different games and team activities to create a strong bond between the members of the staff and ensure effectiveness during shifts of the employees.
In conclusion, every leadership style contains pros and cons as seen above, especially laissez-faire that is highly connected to democratic leadership style chosen, Democratic leadership style is highly appreciated within organisations and considered effective management as levels of productivity, employee morale and efficiency are high. The emotional bond that is between democratic leaders and employees, increase productivity without high supervision creating a healthy environment for workers and organisation. Although, negative impacts are in place as for all other leadership styles presented above, the studies confirm that democratic leadership is effective and appreciated within organisations and employees.
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