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Leadership plays a significant role in hospitality organizations as it forms the culture of the organization and determines employee performance. This essay discusses the functions of various types of leadership to ensure team efficiency and increase morale in the hotel industry (Huertas-Valdivia et al., 2022). Furthermore, this essay helps in analyzing the three major categories of leadership that are autocratic, where leaders exert strict control; democratic, which prioritizes teamwork and involvement; and laissez-faire, known for its non-intrusive approach (SÜRÜCÜ and SAĞBAŞ, 2021). This essay will concentrate on the Laissez-faire leadership style by identifying its positive impacts with the possible drawbacks with regard to the dynamics of a team and its effects on employees' satisfaction in the hotel management. 

A leadership theory provide methods through which specific individuals attain leadership roles. The emphasis is on the traits and actions individuals can embrace to improve their leadership skills. The traditional approaches included the Trait Theory which aimed to identify what a leader inherently is, and the Behavioral Theories, which studied what leaders do, with task-oriented and relationship-oriented action styles (Elkhwesky et al., 2022). Theories like Transformational Leadership highlights the importance of motivating employees through a shared vision and intellectual engagement. According to Situational Leadership, effectiveness in leadership is contingent upon the readiness and capacity of employees. According to Faulks et al. (2021) authentic leadership is one of the major elements in exhibiting openness and ethical behavior. These theories are represented by different leadership styles: autocratic, whereby the authority lies in one person, a leader, who alone makes decisions without consulting the other members; democratic, which supports involvement and teamwork by allowing members of a team to participate. Laissez-faire leadership is very non-interfering in the work of others; it provides great amounts of freedom to the team (Ahsan and Khalid, 2023). Every leadership style has merits and demerits, depending on the context of organizations, their teams and particular obstacles. Dealing with complicated management and organizational behavior concepts such as those applied in the hospitality sector requires an important understanding of various theories and styles (Md Karim Rabiul and Yean, 2020).
Laissez-faire leadership has its pros and cons that influences team behavior, employee's morale, and the effectiveness of the organization. This approach creates creativity and flexibility in the workplace, but it has the tendency to require an observant eye to make sure that everyone is working toward the goal and getting adequate support. One positive aspect of laissez-faire leadership is that it makes team members responsible for how they are going to achieve what is desired by giving more autonomy to them. This approach can unleash creativity, allowing for innovation since individuals are exploring various ways and developing new solutions (Fouad, 2019). In addition, this style enhances employee development because individuals are challenged to take initiative and come up with ideas, thus developing management-like capabilities within the workforce. There are also more possibilities of having a higher retention rate in employees with laissez-faire leadership as individuals who believe in autonomy feel more attached to their job. Furthermore, the decision-making process can be advanced if employees are empowered to make independent decisions (Jony et al., 2019). 
Nevertheless, laissez-faire leadership comes with a number of potential drawbacks. In case team members happen to be unmotivated, untrustworthy, or not sufficiently capable, low productivity may be a consequence of low supervision and lack of minimization of potential external distraction. The conflict may also arise as people act on their self-interests, which may lead the individual to make decisions that do not help the team. Along with this, uncertainty of role can also lead to confusion about roles and responsibility, obstructing collaboration (Chan et al., 2021). It may not be suitable for all workers as some can be confused by the lack of structure, especially entry-level employees or some who prefer a more directive approach. Laissez-faire leadership truly fits best in an environment such as hospitality sector where independent thinking is truly valued. It will work well with very skilled, experienced, and self-driven staffs at hand; the employees are productive because the particular leader masters the quality of effective delegation. It is also associated with extroverted outgoing groups of employees who feel comfortable around more leadership-driven situations. On the other hand, laissez-faire leadership can prove useless for incompetent or demotivated teams (Fatra et al., 2024). 
Laissez-faire leadership influences team effectiveness and collaboration in multiple ways. It builds up a sense of ownership and motivates employees to actively solve problems, which is the best effect. However, unless managed carefully, it is likely to lead to poor coordination, conflict, and decreased productivity. These mixed effects can be seen on the morale of employees. The autonomy given to them will enhance job satisfaction, motivation, and well-being. However, the lack of support and guidance can make the employees feel overwhelmed, and demotivated for those who are more comfortable in a structured environment (CİNNİOĞLU and TURAN, 2020). The impact of laissez-faire leadership is to be considered highly as employees make their own decisions and lead themselves at work with no interference from the management. This method is suitable for hotel management in a setting that relates to high-end or boutique hotels. There are some evidences in the hospitality industry of UK where the same leadership approach was used successfully. These can be seen more commonly in businesses with a heavy dependence on a highly self-motivated workforce as well as creative innovation (SÜRÜCÜ and SAĞBAŞ, 2021). 
For example, Claridge's hotel which is the most luxurious hotel with superb service and prestigious status. Claridge's being a luxurious setup will provide enough number of people with quality skill and necessary expertise within their related field. For instance, requests made by difficult guests like booking exclusive experiences and making special occasions may be taken care of by the concierge team without needing constant supervision from management. In this situation, the leadership of the hotel focuses more on giving the staff a sense of owning tasks so that an inspiring, creative, flexible, and responsive service is developed (Akwilin, 2020). Another example is the UK-based hotel, The Zetter Townhouse, in London's Clerkenwell district, which demonstrates a laissez-faire approach to leadership. The Zetter Townhouse offers each of its guests with something unique by fostering an environment that is based on trust and autonomy. In this environment, managers tend to give much freedom to how individuals perform tasks in the department of hotel management. For example, the front desk can be entrusted to customize special requests for return guests without awaiting management approval (Jaafar et al., 2021). 
For example, one front desk officer can be accorded the space to modify tailored special requests upon returning guests-for instance, availing tailored ambiences for a specific staying experience without depending on managerial approbation before implementing such customizations. This freedom encourages creativity while at the same time helps the hotel maintain a personalized touch (Faulks et al., 2021). Laissez-faire leadership style in hotels can prove effective in other aspects, where the team, and employee morale, does not suffer with the laissez-faire type of leadership despite these challenges at a property such as The Ritz London; with its superior standards and unique customers, no one is working to micromanage. Such a level of trust in employees will result in high job satisfaction and may even improve motivation because the staff feel valued for their expertise (Sandstrom and Reynolds, 2020). For instance, in a restaurant, an experienced waiter would be allowed to alter a menu for a guest according to their choice without requiring permission from the manager, thereby delivering a highly personalized service that pleases guests. However, in case of not-so-old and less experienced employees, laissez-faire style of leadership might cause harm. Without clear guidance, they are unable to make proper decisions or feel that nobody is there to support them, which creates frustration and leads to job dissatisfaction (Md Karim Rabiul and Yean, 2020). Employees may feel overwhelmed in situations involving running an event or dealing with complex guests as well if they are not guided. This may result in increased turnover, especially in entry-level positions, since those employees requiring more structure are looking for a job where the leadership is clear and where opportunities for development are obvious (Hawkes and Spedding, 2021).
Laissez-faire leadership, when strategically implemented within the hospitality sector, possesses the potential to significantly enhance team effectiveness and elevate employee morale, fostering a successful work environment. This leadership style, characterized by its hands-off approach that emphasis on employee autonomy which empowers team members to take ownership of their roles. This method helps in driving innovation with a heightened sense of responsibility (MWAMBESO, 2023). While potential pitfalls exist if misapplied, a focus on the positive impacts reveals how laissez-faire leadership can transform a hotel team into a highly motivated workforce. This method helps in empowering experienced staff to design innovative menus by trusting the marketing team to craft compelling campaigns that allows the front desk staff to resolve guest issues independently. By granting employees the freedom to make decisions and implement their ideas, the hotel unlocks a wealth of creativity and expertise, leading to unique and personalized guest experiences (Chan et al., 2021). This approach not only fosters a culture of innovation but also speeds up decision-making processes, allowing the hotel to respond swiftly to changing guest needs and market trends.
In appropriate applications within the hospitality industry, laissez-faire leadership will indeed have tremendous team effectiveness enhancing as well as lift employee morale toward a working vibrancy of great success. With its minimal involvement and greater trust in people to make appropriate decisions, such a leadership system provides team players the freedom and control over the assigned tasks for innovative creativity as well as better responsibilities.  Among the key methods through which laissez-faire leadership boosts the effectiveness of teams is by using the skills that already exist in a team (Jony et al., 2019).  Furthermore, the laissez-faire leadership model enhances teamwork as employees will freely associate with others while working since they have power to own whatever roles they hold. Employees working together will readily try to assist one another with an aim to realize common targets, thus producing more d productivity. For example, housekeeping and maintenance unit might ensure a effortlessly maintained guestroom experience to please when guest arrivals welcome to the guest area (Ahsan and Khalid, 2023). 
Beside enhancing group interconnection, laissez-faire leaders can create quite a workforce boost in motivation to the group because they appreciate an employee's choice to independently handle issues since leaders respect abilities in the groups of employees (Elkhwesky et al., 2022). This promotes a sense of empowerment and also helps in improving the job satisfaction level. When the employees are valued, they will most likely be involved in their work, leading to a productive working environment. More than that, the laissez-faire leadership ensures growth in an organization through offering their workers different chances. Through offering people chances to get other responsibilities to help them with different tasks they develop, or add new expertise into their already established skills which can prove of importance individually as well to the whole team (Hussan and Pinky, 2023). 
For instance, it could allow the front desk member to train some of the newcomers or handle the special events organized within the premises, thus promoting their leadership skills and organizational management. Laissez-faire leadership will always impact the employee whereas positive organizational culture can be attained as a byproduct of employee trust, values and belief, leading the employee to have loyalty for the hotel and thus commit themselves toward the success of the hotel (Kayyali, 2024). This gives the work environment a supportive nature to attract and retain top talent in the organization. A strong organizational culture can also strengthen the reputation of the hotel, thus becoming a more desirable place for guests and employees (Huertas-Valdivia et al., 2022).

To sum up, this laissez-faire leadership style enables team members to assume responsibility for their positions by encouraging creativity. This leadership style can enable hotels to unlock a great amount of expertise that leads to unique experiences for guests. However, this may not work well for teams that are unmotivated as they may need more direction. Laissez-faire leadership may be effective when applied in luxury hotels that have qualified employees. This approach leads to a culture of innovation, and it fast-tracks the decision-making processes. This leadership also empowers employees as it gives room for development by enhancing their skills within the firm.
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