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One often mentioned issue in the hotel industry is the seeming lack of drive among some hotel teams when a leader does not offer daily direction. Many hotel managers find it difficult to choose a leadership style that keeps great staff involvement. Using a poor strategy could lower general efficiency and compromise team morale. Simply said, leadership is guiding others to reach common goals in a harmonic and efficient way (Mullins and Dosser, 2013). Because it affects how tasks are completed and how people view their positions, leaders are generally agreed upon as the pillar of company (Boddy, 2017). Given the fast-paced and demanding character of the hotel business, this role is very important. When hotel staff members are under stress, they require a leader who will define responsibilities, defend their welfare, and inspire them (Mullins 2019). Many managers combine many strategies, either being extremely directive or, on the other side, hands-off and let the team run themselves. Many times misinterpreted is the latter approach, laissez-faire leadership. While some perceive it as a passive approach allowing issues to flourish unbridled, others see it as a means of increasing creativity by allowing staff flexibility. Defining what leadership is, then establishing the concept and characteristics of laissez-faire, this essay will centre laissez-faire leadership. It will evaluate, in light of team performance and staff morale, the pros and disadvantages of the style. Using actual case studies and research-based data, it will also look at how hotel managers may implement this approach. Through a discussion of these issues, this article seeks to demonstrate whether laissez-faire leadership benefits or harms hotel groups. 
Over time, leadership theories have changed to reflect how leaders apply various qualities and behaviours to direct their groups. Early characteristic theories held that leaders are born with particular traits like confidence and charm (Buchanan and Huczynski, 2007). Later on, behavioural theories concentrated on leaders' actions and categorised them as people-oriented or task-oriented (Rollinson et al., 2008). Then emerged contingency theories, which hold that the degree to which a leader's style fits the surroundings determines their performance (Boddy, 2017). These concepts let people see that no one leadership style fits every circumstance. Transformational and transactional leadership also fit another paradigm of thinking. While transformational leaders inspire and drive followers to surpass expectations, transactional leaders utilise rewards and penalties to control performance (Robbins and Judge, 2017). Although they affect team cohesiveness and morale in distinct ways, both approaches influence Researchers have lately also covered distributed leadership, in which team members share responsibilities (Arnold, 2020). Modern hotels where teams self-manage several operations show this approach. Stated within this paradigm, laissez-faire leadership is sometimes regarded as the extreme end of the scale, when the leader gives no guidance. Rather, the manager supplies tools and distances herself to enable staff members define their own approaches of operation (Armstrong, 2021). Some ideas explain this as a kind of non-leadership, while others contend that it is an intentional approach meant to inspire staff members to come up with answers on their own (Huczynski and Buchanan, 2019.). This article will explore laissez-faire leadership more closely, stressing its special qualities and elucidating its effects on groups. Investigating its function in hotel management can help one to understand why some hotel managers welcome it while others worry it could cause anarchy or reduced team morale (Jaiswal and Dhar, 2017.).
Laissez-faire leadership derives from the French phrase "let do," meaning a detached approach. Practically, it describes a leader who relies on the team's own capacity for planning, problem-solving, and decision-making and offers no direct oversight (Yang, 2015). This approach differs from authoritarian leadership, in which power is centralised and democratic leadership—where teams and leaders share decision-making (Bloisi et al., 2007). The laissez-faire leader sets an overall aim, supplies the required tools, then stays on the sidelines rather than micro-managing chores. Some analysts contend that as workers have more latitude to investigate their own approaches, laissez-faire leadership can stimulate innovation (Boddy, 2017). The presumption is that team members have or can acquire the knowledge to fulfil their obligations, therefore fostering individual initiative. Other academics, however, attack laissez-faire as a lack of leadership rather than a style in and by itself (Huczynski and Buchanan, 2019). They contend that without enough direction, staff members may get confused. Laissez-faire leaders could inspire teams in hotel environments to reorganise plans, answer guest concerns, and rethink procedures free from management control (Ahsan and Khalid, 2023). The leader may only intervene should the organisation find itself in a crisis or require particular assistance. This arrangement might enable seasoned workers who shine with less oversight. Newcomers who feel lost alone, however, may also suffer (Mullins, 2023). Examining how these dynamics interact in hospitality, the next paragraphs will investigate the benefits of this strategy as well as the possible dangers should hands-off leadership be carried to the extreme (Arnold, 2020).
If used with thinking, laissez-faire leadership may offer many benefits to hotel operations. First of all, this approach allows one to improve personally. Those who value self-direction usually demonstrate initiative and acquire new skills. In a hotel, for example, employees must organise events, accommodate different visitor needs, and handle crises. Employees that have the ability to make quick judgements on-the-job may becoming more creative (Adair, 2009). Second, laissez-faire leaders' apparent confidence might inspire seasoned employees (Buchanan and Huczynski, 2007). This kind of confidence might boost work satisfaction and promote general morale. Workers believe their boss appreciates their capacity for job management free from continual oversight (Armstrong, 2012). Staff members typically read a manager's absence of hovering as a sign of respect for their expertise. This view might strengthen organisational loyalty.  Third, this approach can encourage creativity as people are free to suggest and test original ideas. Staff-led solutions targeted at visitor happiness, cost efficiency, or sustainability measures—that is, hotels can gain from—Jones, 2018 A front-desk staff member could propose, for example, a faster check-in approach to cut wait times. Should the laissez-faire leader support autonomy, the staff member may apply the new plan, assess outcomes, and hone the approach free from navigating levels of permission (Robbins and Judge, 2017). Lastly, laissez-faire leadership can help senior managers to relax. Leaders may concentrate on long-term planning knowing that everyday operations go without a hitch (Rollinson et al., 2008). This can lead managers to have a more strategic perspective over time—a stance crucial in a sector where consumer expectations change quickly. Giving the team responsibilities helps to create an atmosphere when initiative and self-reliance are the norm (Boddy, 2017).
Laissez-faire leadership entails hazards that might compromise team performance and morale even with the possible benefits. The first trap is lack of direction. Lack of hands-on direction might cause uncertainty if staff members lack proper training or grasp of their responsibilities (Lundmark et al., 2022). In the hotel setting, confusing responsibilities may throw off everyday operations, result in guest reservation mistakes, and sour staff relations. Workers may question if the manager knows of the difficulties on the ground or if she cares about the result (Arnold, 2020). Second, mistrust can develop without intentional communication. The leader's hands-off style might be seen by staff members as either indifference or apathy (Armstrong, 2021). Over time, this emotional distance might reduce morale particularly in cases when staff members want for appreciation and comments for their work. A laissez-faire attitude might aggravate anxiety rather than encourage autonomy in cases when staff members are inexperienced or lack confidence to make judgements (Mullins, 2019). Third, in a high-stakes sector like hospitality, service quality may suffer if staff members are left free to manage challenging guest problems without direction (Mullins and Dosser, 2013). Consider a front desk agent handling unique needs of a VIP visitor without consulting the boss. Should the agent lack the necessary expertise to address the matter, aggravation mounts and results in discontent for both staff member and visitor. At last, without a shared goal, team cohesiveness could suffer. While some workers do well under little control, others may get disengaged or even take advantage of the circumstances by acting just the minimal (Robert and Vandenberghe, 2021). This disparity could lead to an unequal team effort and discontent. Long term, these kind of surroundings might impede personnel retention as well as service quality.
An instance shows how team decisions on guest services are made. A management of a luxury resort might let a concierge service suggest fresh ideas such spa packages or guided excursions (Mullins, 2023). The management creates a budget but avoids micromanaging the planning. Staff members with the expertise and initiative can provide novel ideas fit for visitor preferences. Many times, this kind of independence pays off as regular visitor interactions allow staff members to directly see consumer needs (Boddy, 2017). Still, if that manager never follows up on development, staff members may get unfocused and result in never finished projects. These situation imply that, under specific conditions—that workers must have appropriate experience, team-based communication must be good, and the leader should stay accessible for support—laissez-faire leadership may be beneficial (Armstrong, 2021). The hotel runs the danger of having disjointed plans, bad guest contacts, and staff member conflict when these components are absent.
Direct effect of laissez-faire leadership on team performance and employee job satisfaction is evident. Under little direction, a competent team may flourish. Those hotel employees who already possess good technical abilities or have completed appropriate training will value the area to help them to handle their responsibilities and shine (Rollinson et al., 2008). This strategy can increase employee drive as management values their knowledge (Mullins, 2019). Laissez-faire can so stimulate innovation and teamwork when a team is self-driven and trusting of one another (Arnold, 2020). Conversely, poor communication or unclear direction can sour team chemistry and lower morale. Those without specific abilities, or new employees, may feel themselves bewildered and unsure (Thanh and Quang, 2022). Effective coordination is vital in a hotel setting for guest pleasure; front desk staff, waitresses, housekeepers, and event planners usually rely on one another. Should a leader still be absent, this teamwork might fall apart (Bloisi et al., 2007). Uncertainty over who addresses a particular problem or if resources are sufficient might irritate staff members. Stress and anger can eventually permeate and cause turnover (Armstrong, 2012). Moreover, laissez-faire leadership can lower morale if employees believe the boss is deserting them instead of empowering them. To stay involved, certain staff members require praise, mentoring, and continuous encouragement (Adair, 2009). When these components are absent, staff members could view the boss as aloof or indifferent. Open communication and a feeling of shared goal are usually what define high morale (Mullins and Dosser, 2013). Laissez-faire can therefore undercut a less ready team even while it might boost an established, experienced group. The secret is striking a balance between properly timed advice and feedback and independence (Ridwan et al., 2022).
In conclusion, laissez-faire leadership is a great way to build trust and creativity as it gives staff members freedom to plan, invent, and solve issues. For independent-minded, highly competent people, it may generate great morale. Strong knowledge and well defined objectives enable people to grow under hands-off leadership. Still, executives in the demanding hotel sector have to be accessible to handle unanticipated problems and assist less experienced team members. This demand for balance means that laissez-faire leadership should not be confused with a complete lack of management. Rather, it should be understood as a flexible strategy with much responsibility delegated but also with timely direction.  In the hotel business, laissez-faire leadership may both improve and compromise team performance. Its success depends on things like cautious boundary-setting, great communication, and team maturity. Used badly, it may cause uncertainty and lower morale.  Staff members at numerous hotels vary in professional objectives, skill level, and cultural background. Managers have to understand that no one leadership style fits everyone varying employees may require varying degrees of help even under a laissez-faire model. While enabling staff members to create their own work procedures, a methodical approach can include clearly defining objectives, clarifying responsibility, and recognising successes. More research in hospitality going forward can look at ways to combine laissez-faire with various approaches for certain environments, including tiny boutique hotels or major worldwide chains. If done correctly, laissez-faire leadership may be a great weapon in the toolset of the hotel manager as it motivates people to keep driven and provide outstanding service.
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