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Leadership plays a fundamental role in influencing employee performance and organisational strategic direction. Leaders apply different styles depending on multiple issues, including the prevailing context and organisational culture (Todnem, 2021). Effective leadership fosters high morale, innovation, and creativity by creating an environment that supports employees in exploring their skills and competencies, improving their performance (Sahban, 2019). Leadership is one of the ever-changing contexts, demanding that managers assess each situation and stakeholder expectations to make informed decisions. Changes in the hospitality industry demonstrate that leaders should embrace changes in their leadership style to cope with changes and achieve organisational goals without compromising stakeholder interests and values. 
Leaders apply various leadership theories relevant to the prevailing context. Johnson Watson’s behavioural theory concentrates on how leaders copy leaders' skills and traits (Oladejo and Adenuga, 2023). The scholar found that effective leadership demonstrates specific behaviours that may not be observed in the general population. In this case, leaders are not born with leadership skills but acquire some traits that make them influential leaders. Employee behaviour depends on multiple factors, including their relationships with leaders and how they engage them in decision-making (Metwally et al., 2019). For example, some leaders adopt an employee-oriented strategy, while others adopt a task-oriented approach. Behavioural theory is fundamental since it allows leaders to become the leaders they want by demonstrating specific traits.
Fred Edward Fiedler’s contingency leadership theory evaluates leadership effectiveness based on the context, suggesting that leadership styles vary from one organisation and context to another (Dachner et al., 2021). The author focused on an individual’s personality and the situation. Although individual personality plays a role in influencing their performance and relationships, the context determines the most effective approach (Harrison et al., 2021). The implication is that each leader requires different approaches instead of standardised ones because of various methods and strategies. As a result, leaders emerge in other situations, suggesting that one can be a leader in one situation and not in another (Ehnert et al., 2020).
Also, George Elton Mayo’s management theory of leadership focuses on monitoring employees and organisational performance (Oladejo and Adenuga, 2023). It employs reward and punishment to shape employee behaviour (Harney and Collings, 2021). For example, managers in the hospitality industry reward employees to motivate them and punish unethical behaviours. In this way, rewards and punishments shape employee attributes. Psychologically, people tend to do goodness based on a promise. Therefore, leaders shape employee behaviour based on rewards and punishments.
Finally, John French and Bertram Raven’s power leadership theory states that leaders use their power and influence to accomplish tasks and assignments (Dachner et al., 2021). The authors wanted to know how power influences the relationship between leaders and followers (Oladejo and Adenuga, 2023). Leaders can influence employees and their choices (Hamouche et al., 2023). The theory argues that leaders use practical theory to complete things faster and achieve specific goals. However, it is ineffective in motivating employees since leaders use their position and power to influence their decisions (Doz, 2020). As a result, it empowers leaders to dominate their followers; hence, it is ineffective in improving employee morale. 
Leadership styles have benefits and drawbacks, influencing their effectiveness in various situations. The autocratic leadership style is where leaders develop clear guidelines and frameworks employees should follow to complete their tasks (Dachner et al., 2021). Followers have limited input because autocratic leaders decide how they want things done. Additionally, autocratic leadership improves team performance since members forgo their interests and focus on team performance. However, it affects team performance since members focus on established guidelines, hindering innovation and creativity (Cristi et al., 2022). Additionally, it hinders employee satisfaction since autocratic leaders do not engage employees, which may cause organisational tension and lead to high employee turnover. 
Democratic leadership is one of the most effective approaches to managing employees because leaders engage their followers, making them part of the decisions. Democratic leaders value employees and incorporate their ideas in making decisions, improving teamwork (Boon et al., 2019). The democratic leadership style encourages flexibility and empowers followers to develop leadership skills. While autocratic leadership focuses on strict compliance, democratic leadership focuses on employee engagement. It improves employee morale and satisfaction by fostering commitment since they make decisions. Additionally, the style encourages creativity because it empowers employees to make independent decisions to accomplish their goals (Bagga et al., 2023). However, some employees cannot excel because they have limited skills and competencies to make critical decisions to complete their tasks. Additionally, it is cumbersome and tedious to make decisions when adopting a democratic leadership style because leaders incorporate views from different stakeholders, unlike in the autocratic leadership model (Bagga et al., 2023).
A laissez-faire leadership style is where leaders delegate decision-making to employees in their respective roles and responsibilities. Unlike democratic and participative leadership methods, laissez-faire leaders provide little leadership to their employees because the style requires employees to make decisions they deem necessary and vital in completing their tasks (Metwally et al., 2019). Its benefits include empowering employees to develop their leadership skills and solicit commitment from employees since no one will want to take the blame for poor performance. As a result, it improves teamwork since everyone will be responsible and contribute to team functioning (Todnem, 2021). Also, it motivates employees and increases overall satisfaction since they own the decisions and feel valued. However, it is ineffective when less experienced employees require strict guidance. In such cases, employees may be demotivated when they lack competent decision-making skills. These leadership styles are similar in that they all contain stakeholders, including leaders, followers and the organisation (Prommer et al., 2020). It means that leaders in each leadership style focus on influencing followers to achieve organizational goals and objectives. They focus on achieving organisational goals and objectives (Metwally et al., 2019). For example, the leadership styles focus on building effective teams to complete organizational tasks by setting clear goals and guidelines. However, leaders apply different approaches to influence followers to achieve goals and objectives (Mullins, 2019).  Additionally, the styles focus on achieving specific goals, although they apply different approaches. 
The democratic leadership style is the most effective because leaders make decisions, incorporating ideas and contributions from their followers who possess first-hand and vital information, leaders use to make informed decisions (Metwally et al., 2019). Making employees valued motivate them, which enhances teamwork. For example, Elon Musk is one of the leaders applying democratic leadership style that has enhanced innovation and creativity in the company (Todnem, 2021). The same skills apply in the hotel industry to enhance innovation, such as decorating front of the house, creating a unique attractive environment. 
The other benefit of democratic leadership is that it fosters stronger relationships. The hotel and tourism industry is facing tremendous changes due to technological development, globalisation and client preferences (Prommer et al., 2020). For example, Richard Branson is one of the leaders who apply democratic leadership style, encouraging innovation, and build teamwork to address challenges. The leader actively listens to employees and other stakeholders to understand challenges and devise strategies to mitigate risks (Metwally et al., 2019). 
Additionally, a democratic leadership style is effective since it makes employees show corporate citizenship because followers will be part of the strategic decisions. It helps organisations in the hospitality industry build effective teams because they work together, focusing on organisational goals and objectives (Mullins, 2019). Corporate citizenship improves employee satisfaction levels, managing employee turnover that helps to build a democratic culture (Todnem, 2021). Eventually, employees will develop strategies to improve organizational performance, creating a sustainable competitive advantage in the hotel industry. 
Despite its many benefits, democratic leadership has some challenges that would hinder its implementation. First, the style is time-consuming, slowing down the decision-making process (Prommer et al., 2020). As a result, it is ineffective when there is a need to make quick decisions during crises. For example, it is ineffective when the demand is higher than the supply because hotel managers should make faster decisions to ensure client satisfaction. Additionally, the style is prone to conflict because stakeholders have different interests and they will try to negotiate for advanced value (Jamieson et al., 2021). If not managed, these conflicts will affect employee working relationships. 
The hotel and tourism industry can adopt these leadership styles to sustain its growth through a leadership-based approach. Applying a democratic leadership style is vital in the hotel industry, especially for multinational corporations (Todnem, 2021). The executive leadership can capitalise on technology to hold virtual meetings, engaging employees and managers from different regions to discuss issues before concluding (Prommer et al., 2020). Additionally, leaders in the hotel industry will hold general meetings with primary stakeholders to discuss issues facing their organisations and make an integrated approach to remain competitive. 
Additionally, democratic leadership applies in the hotel industry by delegating responsibilities to teams rather than individuals. For example, leaders in the hotel industry can establish project teams and adopt a group-based approach to completing tasks (Harrison et al., 2021). The approach enhances democratic leadership since each team member will be responsible and contribute to team functioning by providing feedback, which leaders use to make informed decisions. However, team leaders and the entire organisation should develop a collaborative culture where leaders welcome input from multiple stakeholders before making decisions (Jamieson et al., 2021). 
On the other hand, the hotel industry will apply autocratic leadership by developing policies and regulations employees should follow. It ensures employees comply with established policies, preventing unethical practices, such as corruption and receiving perks to award tenders or promote employees (Jamieson et al., 2021). For example, leaders considering implementing a new information system require autocratic leadership because many employees do not understand how to adopt it; hence, they need clear guidelines. Implementing the system in phases demands leaders consider little consultation during the introduction phase because employees have limited knowledge; thus, they require guidance (Metwally et al., 2019). Autocratic leadership is fundamental in such cases because leaders exercise their power, knowledge and expertise to guide employees to complete their tasks as intended. 
Additionally, hotel and tourism industry leaders can apply autocratic leadership during a crisis to prevent unpleasant consequences. Authoritarian leadership is ideal in emergencies because of the limited time to manage all stakeholders (Harrison et al., 2021). For example, a system breach threatening clients' rights to privacy requires precise action from leaders without engaging all stakeholders because of time constraints. The autocratic leadership style is effective in this situation because leaders must take appropriate actions to prevent further damage by providing specific guidelines employees should embrace to restore operations (Garg S and Sangwan, 2021). The application aligns with contingency leadership theory because each situation requires a different approach, considering prevailing circumstances and potential outcomes of the problem if it is not addressed.
Further, laissez-faire leadership applies in hotel management by empowering employees to make informed decisions regarding their assignments without compromising organisational values (Garengo, 2022). For example, hotel leaders should empower information technology managers to make appropriate decisions to improve the system. Although they can make decisions to strengthen the information technology system and prevent internal and external threats, their actions should be within the established framework to prevent disintegration that could affect smooth operations (Inegbedion et al., 2020). A laissez-faire leadership style is effective when employees are highly skilled and experienced in making critical decisions. 
Different leadership styles can enhance or hinder team effectiveness and employee morale, depending on the applicability and prevailing circumstances. Autocratic leadership hinders team development since leaders have little faith and trust in their followers and cannot engage them in making decisions (Jamieson et al., 2021). In such cases, employees and followers are only motivated by pay; thus, they work as a routine to get compensation. Also, it hinders team development and performance because it does not encourage creativity. As a result, it promotes individualism (McCartney and Fu, 2022). However, its applicability promotes compliance, which may promote individual responsibility since each individual has specific roles and responsibilities.
Additionally, laissez-faire leadership styles hinder team functioning because employees may focus on individual roles and responsibilities (O'Kane et al., 2023). For example, employees may make selfish decisions if they do not comply with established protocols. Conversely, it encourages creativity and a positive working relationship between employees and employers because leaders do not micromanage them. That is because leaders have confidence in and trust their employees, motivating them to maintain their organisational status (Harrison et al., 2021). The style is appropriate since it encourages employee development and builds a partnership culture. 
Finally, democratic leadership style fosters team effectiveness since leaders gather feedback from all stakeholders and make decisions based on ideas gathered. For example, organisational policies incorporate stakeholder interests, building integrated policies, and building teamwork. Although it improves team effectiveness, it is ineffective in emergencies (Hallinger and Kovacevic, 2019). Engaging employees motivates and improves satisfaction because they feel vital to the organisation's success. However, democratic leadership may hinder team effectiveness if members are not knowledgeable; hence, they cannot make substantial contributions (Wirges and Neyer, 2023). Nevertheless, it builds support and collaboration, improving employee satisfaction through the results and return rewards.  
Concluding, leadership requires collective efforts to achieve long-term goals and objectives. Managers cannot get their work done without considering employee interests. In this complex environment, leaders must adopt different leadership styles, including democratic, autocratic and laissez-faire. Most importantly, effective leadership requires leaders to implement the best practices to build confidence, trust and commitment to achieve organisational mission and vision. Changes in the hotel and tourism industry require managers to understand stakeholder interests and incorporate them when developing a leadership strategy.   
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