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Introduction
 
A thorough foundation for comprehending the dynamics of management and leadership in companies is provided by managerial theories. These theories offer insightful understandings of the ideas, methods, and conduct that underpin successful organizational operations and competent executive performance. Leaders and practitioners can build strategies for improving leadership effectiveness and accomplishing strategic objectives, as well as a greater grasp of the complexities of managerial roles and duties, by investigating diverse managerial theories.
The main managerial theories—classical management, behavioral theories, contingency approaches, and modern leadership theories—will be briefly reviewed in this introduction with an emphasis on their applicability and consequences for modern organizational management. By analyzing these theories critically, we can learn the fundamental ideas that underpin performance reviews, organizational structure, employee motivation, and managerial decision-making. In the end, these insights help to improve managerial practices and accomplish organizational objectives. 
 
 
Main body
The concept of leadership is complex and encompasses a range of methods and styles. The most extensively researched types of leadership are autocratic, democratic, and laissez-faire. This essay explores each approach's features, uses, advantages, disadvantages, and practical ramifications. Autocratic leadership: an autocrat has total control over the decision-making process and imposes rules on their followers without consulting them. This type of leadership is typified by centralized decision-making authority. Important characteristics consist of; authoritarian control: autocratic bosses demand strict obedience to their orders and make choices on their own, soliciting little input from their subordinates along with straightforward hierarchy: there is a clear chain of command and little opportunity for subordinates to express their thoughts or offer suggestions in the hierarchical leadership structure. Also, a key point is quick decision-making: Autocratic leaders can respond swiftly, which can be useful in emergency situations or other circumstances that call for quick decision-making.


The benefits are as follows: efficiency in cases where a hierarchical structure is required to maintain order, autocratic leadership can speed up decision-making and streamline processes and clarity of direction because when tasks need to be completed precisely, subordinates perform better because they are given clear instructions and know what is expected of them.
On the other hand, the negative aspects are the lack of employee engagement because autocratic leaders give their staff members little opportunity for involvement and autonomy, they frequently suffer from low morale and decreased job satisfaction which come along with suppression of creativity due to  restricting the employees input and this might prevent innovation and creativity since it may deter colleagues from making ideas or proposals.
Democratic leadership, also called participative leadership, democratic leadership emphasizes teamwork, shared decision-making, and member empowerment. Important traits consist of democratic leaders engage their subordinates in the decision-making process by asking for their opinions, suggestions, and contributions before making final choices. This is known as inclusive decision-making and gives the staff empowerment to promote a sense of ownership and dedication, team members are urged to share their knowledge, come up with new ideas, and accept responsibility for their work. Also, the environment is friendly because democratic leaders encourage cooperation, teamwork, and individual growth among team members by offering direction, resources, and support. Strengths of democratic leadership are high employee morale due to leadership promoting an environment of mutual respect, trust, and open communication among coworkers, which raises engagement and job satisfaction levels but also enhanced creativity and innovation; democratic leaders may foster creativity and innovation, promoting organizational growth and adaptation, by valuing the opinions and contributions of team members from a variety of backgrounds.
Negative aspects; time-consuming decision-making: the participative approach of democratic leadership may cause the decision-making process to lag in circumstances when decisions must be made quickly or where reaching consensus is challenging. Possibility of conflict: when team members have divergent viewpoints or competing priorities, it can occasionally cause arguments or obstruct development if it's not handled well.
Laissez-Faire Leadership: often referred to as hands-off leadership, laissez-faire leadership is defined by a leader providing very little direct supervision or advice, letting team members decide for themselves and oversee their own work procedures. Important characteristics consist of:
Authority delegation: laissez-faire leaders trust their subordinates to complete tasks on their own by giving them responsibility and the ability to make decisions. Secondly, freedom and autonomy where team members can determine their own objectives, priorities, and working techniques with little to no help or direction from the team captain. Plus, a very important characteristic is the minimal oversight, laissez-faire leaders give little guidance or oversight, preferring to step in only when required or at the team members' request.
Advantages of the laissez-faire leadership approach are the employee empowerment where the leadership encourages team member’s sense of responsibility, autonomy, and ownership, which stimulates individual drive and self-directed learning. Also, flexibility and adaptability, free hands-on creativity and the ability to respond quickly to changing conditions by giving the team members the freedom to use discretion and flexibility in their work methods.
On the other hand, the negative aspects can be the lack of structure because the team members may feel confused, uncertain, or inefficient when executing tasks in the absence of clear direction or supervision from the leader, which could lower productivity.  From this point of view the possibility of neglect is easier to be marked while there isn't active leadership involvement, certain team members may feel abandoned or unsupported, which might cause them to become disengaged or indifferent to the objectives of the company.
Real-world implications: Laissez-faire leadership is frequently seen in research and development teams, creative sectors, and highly skilled professions where members have high levels of knowledge and drive themselves to work well with little supervision.
Scholars, professionals, and management students have long been fascinated by and engaged in heated discussion on leadership theories. One of the oldest and most persistent of these views is the Great Man Theory, which asserts that the personal qualities and attributes of remarkable people are intrinsically linked to leadership. However, theories emphasizing authority roles, decision-making procedures, and power distribution within organizations provide diverse viewpoints on leadership style and methodology. These theories include autocratic, democratic, and laissez-faire views. The Great Man Theory will be examined and contrasted with democratic, autocratic, and laissez-faire theories, illuminating their underlying presuppositions, consequences for organizational dynamics, and applicability to modern management practice. Below are some examples of better understanding the intricate interactions between influence, power, and leadership in organizational settings by looking at the salient characteristics and implications of these theories. This will also help to guide strategic decision-making processes that maximize leadership efficacy and promote organizational success.
The Great Man Theory holds that exceptional leaders are not created; rather, they are born with certain fundamental attributes. It implies that some people have special qualities and attributes that make them more likely to lead successfully. The notion holds that the main factors influencing a leader's efficacy are their personal traits, such as courage, intelligence, and charisma. It highlights the extraordinary traits of leaders while frequently ignoring the impact of external circumstances or followers' contributions to the formation of leadership results.
[bookmark: _Int_O7KMIymM]Because both autocratic and great man theories place a strong focus on centralized authority and control, they are comparable. Autocratic management sometimes enforce commands on their subordinates without seeking their consent and make choices on their own. Similar to the Great Man Theory, autocratic leadership establishes the leader as the main person with considerable authority and influence over others, frequently through natural dominance or authority. Both strategies minimize the significance of teamwork or shared decision-making procedures in favor of emphasizing the leader's role in decision-making and direction-setting.
Democratic leadership emphasizes the value of group decision-making and participatory methods, in contrast to the Great Man Theory and autocratic leadership. Democratic leadership emphasizes team members' active participation and input while distributing decision-making authority among them, in contrast to the Great Man Theory, which concentrates on individual leader attributes. 
 Laissez-faire leadership encourages a hands-off style in which leaders give their subordinates little in the way of direction or advice, in contrast to the Great Man Theory and autocratic leadership. Laissez-faire leadership, which differs from the Great Man Theory in that it gives followers more autonomy and freedom in making decisions, also holds that leadership traits are innate, recognizing the possibility of leadership emerging from within the group and decentralizing authority, laissez-faire leadership subverts the idea of the "great man".
As a result, autocratic leadership reflects its centralized approach to authority, democratic leadership differs by encouraging participatory decision-making, and laissez-faire leadership questions conventional ideas of leadership by giving followers more autonomy. Meanwhile, the Great Man Theory stresses the intrinsic qualities of individual leaders. Every method presents a unique viewpoint on leadership and its underlying presumptions regarding the characteristics of good leadership.

In the hotel sector, transactional and democratic leadership styles are favored because they place a strong focus on guest-centricity, empowerment, responsibility, performance orientation, and flexibility. The dynamic and service-driven nature of the hospitality sector, where providing outstanding guest experiences and upholding operational excellence are critical to success, makes these leadership philosophies ideal.
Transactional leadership is often chosen because of clarity and accountability. In the hotel business, where efficiency and consistency are critical, transactional leadership places a strong emphasis on setting clear objectives, standards, and performance targets. By creating explicit roles, duties, and procedures, transactional leaders ensure accountability among team members and minimize uncertainty. In a service-oriented sector like hospitality, transactional leadership can boost motivation and productivity by rewarding staff for reaching or surpassing performance criteria. Employees are encouraged to meet company objectives and provide excellent customer service through rewards including incentives, recognition, and promotions. Secondly, because of the compliance and standardization which means the approach preserve quality, consistency, and compliance in hospitality operations, transactional leadership makes sure that defined norms, safety regulations, and service processes are followed. Transactional leaders reduce risks and preserve the reputation of the hospitality business by enforcing standards and procedures.
Like transactional leadership the democratic approach entails asking staff members for their opinions, respecting their contributions, and including them in decision-making processes. Democratic leadership enables staff members in the hospitality sector, where frontline workers engage directly with customers, to make well-informed decisions, find solutions to issues, and offer individualized service. Outstanding visitor experiences are more likely to be provided by engaged staff members who feel appreciated and empowered. By utilizing the various viewpoints and ideas of team members, democratic leadership fosters flexibility, adaptability, and creativity. Democratic leaders may leverage their teams' creativity and insights to adjust tactics, create new services, and stay ahead of the competition in a dynamic business such as hospitality, where guest tastes and market trends are ever evolving.  Democratic leadership encourages staff to put the guest's needs first and go above and beyond to create a collaborative, team-oriented, and customer-focused culture. Democratic leaders foster a sense of ownership and commitment among team members by incorporating them in decision-making processes and appreciating their feedback. This results in a more guest-centric culture inside the hospitality facility.

[bookmark: _Int_6NgtAKNX]In conclusion, three different approaches to leadership—autocratic, democratic, and laissez-faire—each with unique traits, advantages, disadvantages, and practical ramifications. Laissez-faire leadership encourages autonomy and self-directed learning, whereas autocratic leadership places an emphasis on centralized control and efficiency. Democratic leadership places a higher priority on teamwork and employee participation. In order to accomplish corporate objectives and promote a successful and innovative culture, effective leadership requires recognizing the situational context, adjusting one's leadership style accordingly, and utilizing the advantages of each strategy. 
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