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 Leadership has been explored concerning the types of leadership, leadership strategies and their impact on the organisation, employees, and the teams (Adair, 2009). Three main leadership styles are autocratic, democratic and laissez-faire, all of which possess respective approaches to both decision-making and the handling of the workforce. Autocratic leadership has high structurisation, the leader makes decisions alone and requires others to do what has been instructed without suggestions (Armstrong, 2012). This style useful in emergencies and were dealing with a low-skill workforce since there will be no time for negotiations. But by the same token, it may also dampen the creative process from unfolding and demotivate employees in the long run as far as self-organising processes are concerned (Armstrong, 2012). Democratic leadership structure on the other hand is characterized by participative activities. Those leaders following this style ensure members of the team participate in decision-making processes hence leading to a feeling of ownership (Armstrong, 2021). This is a good method where there is a need to come up with innovative and creative solutions to problems since everyone involved will be working on the problem (Armstrong, 2021). It has been established that the Democratic leadership style leads to enhanced employee satisfaction and morale but negatively impacts commitment to pace, most especially where decisions must be made immediately. Laissez-faire leadership is also non-interventionist and allows employees a large amount of decision-making freedom concerning work assignments. Managers give very little direction and expect everybody to work independently and smartly. It can work well in creative or professional settings where employees are inspired to be innovative and assume full accountability (Arnold and Randall, 2020). However, it may lead to failure to have clear goals and objectives, direction or focus particularly for inexperienced groups, or where there is a need for clear leadership. All the leadership styles have their advantages and limitations and their applicability most of the time will depend on the circumstances, the strategic goals of the organisation, and the members of the team. Leadership behaviour allows one to respond effectively to the situation to achieve better results than with the use of an inappropriate style, thus promoting team cooperation and organisational success (Arnold and Randall, 2020).
Participative leadership otherwise called democratic leadership entails getting the participation of the employees to arrive at various decisions which can be taken (Bennett, 2019). It is likely to have become widespread in contemporary forms of organisations’ management because it creates conditions for innovation, inspires employees, and helps them develop a sense of ownership. 
But it also has several implications, especially when an organisation must decide quickly or must be decisive (Bennett, 2019). The table below outlines the advantages as well as the disadvantages that democratic leadership brings to team effectiveness and employee morale. Democratic leadership practice gives power to the workers to contribute their ideas regarding certain decisions. It centralizes the efforts and potential of a team, resulting in strategies that defy narrow stereotyped thinking and instead are diverse (Bloisi, Cook and Hunsaker, 2017). People are usually more productive in teams when they receive recognition from their colleagues. Democratic leaders set the platform which encourages contributions from everyone since complex challenges require a team effort. In addition to this, people at the workplace can have a shared understanding as to who is responsible for what. There is nothing like delegation of power because, when team members are involved in the decision-making process, they tend to take full responsibility for those decisions. Such accountability can bring about improved organisational performance because of employee efforts to satisfy group goals (Bloisi, Cook and Hunsaker, 2017). The experience of partnership and unity due to democratic leadership promotes the development of cooperation and mutual appreciation among group members.
Democratic leadership greatly improves employee motivation due to its proper recognition of the team’s members’ opinions and proposals (Boddy, 2017). When people receive attention with positive regard, their basic psychological needs for respect arise resulting in job satisfaction. People working under democratic leadership have better feelings that make them feel owned up to the organisation they work for hence comes with low turnover rates and high loyalty to their working organisation. This type of leadership also enhances the development of the people by allowing them to work on their own and trust them (Boddy, 2017). Some of the effects: when peers are vested with the authority to help make decisions, chances are their morale will improve. This freedom can result in gaining the person’s improved self – self-actualisation, participation, and commitment to the organisational objectives. In the democratic environments conflicts and issues are expected to be resolved through solution-seeking efforts of the members of the teams. This environment fosters critical thinking, communication, as well, as leadership (Desouza and Paquette, 2020). The role played by people in decision-making and problem-solving contributes to skills that enrich the professional experience making the contributor better in the team.
The main weakness that can be attributed to democratic leadership is the time that it consumes most of the time (Farrukh et al., 2023). The practice of attaining input, discussion and consensus from all the team members results in taking time to arrive at a decision. The commented delay becomes crucial in cases where action must be made immediately due to the urgent situation or great pressure on the team – it can slow down the work of the team and have negative implications for organisational results. Further, the attempt to achieve the compromise of different points of view means that the discussions take a long time, and to arrive at the final decision. This challenge may lead to irritation amongst members of the team mainly where fast decisions are required (Farrukh et al., 2023).
Democracy involves the discussion of ideas, and this is good sometimes, but it often results in squabbles. Conflicts are common when team members hold differing views or have opposing self-interests since consensus building can be confrontational (Inkson and Minnaert, 2018). However, if there is no healthy way of dealing with conflict these disagreements will deteriorate group harmony and efficiency. Also, there may be ego issues that some individuals will always feel they are of less value whenever their contributions are disregarded or ignored most of the time. These perceptions make them lose interest in their work and hence will have low morale (Inkson and Minnaert, 2018). There may also be issues of social loafing causing demoralization of productivity in organisations espoused under democratic leadership, especially when a few of the team members may be inexperienced or demotivated in contributing to the decision-making processes of the organisation. Superiors may waste time moderating threads or moderating nonconstructive or uninformed submissions, which are not valuable (Leigh, Lamont and Cairncross, 2021). In such circumstances, of course, the democratic process itself can become an obstacle to change and result in socially inefficient decisions. In addition, it is not easy to coordinate discussions and not use power to dictate the flow of the meeting. Just like in ordinary class debates it is always challenging to create a balance between let alone the amount of participation allowed and channelling the team’s work towards the stated goals to enable success (Leigh, Lamont and Cairncross, 2021).
Being democratic has substantial benefits for organisational productivity and its employees’ well-being, especially for organisational work teams when correctly utilised (Meudell, Callen and Lussey, 2023). It has the effect of improving strategic and tactical choices, both at organisational and interpersonal levels, by promoting cooperation and participation. Organisational teams can be more effective when they are led democratically because the degree of innovativeness, trust and respect for one's team members is known to be high. Conversely, organisational employee morale is invariably likely to be boosted through democratic leadership (Meudell, Callen and Lussey, 2023). The feeling of being so independent, getting recognized and which of course inserts a lot of trust leads to job satisfaction and they do not look for another job anymore. However, morale-raising should involve individual emphasis and proper management of conflicts. In the case that team members feel marginalised or unappreciated then should that be the case, the positive impacts on morale may reduce (Moerdyk et al., 2022).
In a democratic leadership style, the managers where everyone in the team is encouraged to contribute their suggestions and recommendations that would improve the comfort of the guests. For instance, The Ritz London which is a luxury hotel makes its staff involved in the decision-making process concerning service development (Moerdyk et al., 2022). The management of various facilities holds daily team meetings and feedback sessions and thereby identifies front-line employees who directly interface with the guests. While such an approach is encouraging to the employees, it also assures the hotel’s provision of well-chalked customer services to customer satisfaction. Democratic leadership is most helpful for the promotion of innovations within the management of hotels (Mullins, 2019). As a standard practice at The Savoy, London, the intender of every department involves other departments in brainstorming sessions or joint projects. For example, while working on a recent campaign to make the hotel more environment-friendly, workers from different sub-domains were able to pitch in their ideas of how this could be achieved. Out of the collaboration, energy-efficient technologies and waste reduction programs were put in place, to ensure compliance with sustainable practices by the hotel (Mullins, 2019).
In the same way, The Hoxton, a collection of boutique hotels based in the UK, use managers to empower employees, where all the employees, including managers, have ideas on how to improve the guest experience based on the democratic leadership theory (Mullins and Dossor, 2013). In the case of The Hoxton, involving these team members in the design of guest activities and events ensures that what is offered in the hotel will satisfy different customer tastes. This participative style has helped the brand to shine in the competitive boutique hotel market as mentioned above (Mullins and Dossor, 2013). Another important ingredient that is equally important to the achievement of organisational goals and objectives is the element of embracing a democratic style of leadership in the management of human resources in the hospitality industry in a bid to enhance morale, as well as retention of employees (Mullins and Rees, 2023). Many workers are likely to stay committed to duties if they feel that they are appreciated and part of a given team. The Hilton London Bankside administration pays much attention to the response of the workers; this is achieved through daily polls and interviews. It has now deployed strategies such as flexible working hours, personal PR plans & career progression, noticeably enhanced employee satisfaction, and lower attrition rates (Mullins and Rees, 2023).
On the part of benefits, democratic leadership can be adopted without any doubt; but its incorporation into hotel management indeed calls for moderation (Robbins and Judge, 2018). Organisations with many workers or large numbers of staff turnovers can have difficulties in maintaining full-team motivation. For instance, involving a big and diverse group of employees is time-consuming, and likely that some employees hold a different view than others making the integration process prolong the decision-making process (Rudani, 2023). These factors can though be managed through the management establishing rigid communication corridors to include daily staff meetings, the use of suggestion boxes, and digital feedback mechanisms. Democratic leadership also brings effectiveness by promoting interaction and carrying out the work of the team through cooperation where everybody is involved in decision-making (Taha and Osaili, 2024). It strengthens organisational culture by requiring responsibility from the members of a team, particularly in matters relating to performance and teamwork. Also, the digitization of employee participation in decision-making increases the morale of those involved since they feel appreciated and honoured hence resulting in high job satisfaction and hence high-performance levels. However, democratic leadership can discourage effectiveness if the longer time for making decisions means postponement of activities or merely frustrates individuals. Disputes will be common when their opinions are different, this may cause a negative interference with team harmony (Zheng et al., 2023). Lack of experience can harm organisations that are unable to thrive without leadership in dealing with conflicts which may arise from spirited participation by different members of the team; skewed participation levels could compromise the strengths of too many undesired heads hampering morale busting and productivity (Meudell, Callen and Lussey, 2023).
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