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Effects of Democratic Leadership in an Organization
Leadership refers to a situation where an individual, group or firm influences other people or organizations to perform a specific action. Organizations need good leadership for them to be successful in their operations. There are specific tasks that a leader has to perform in order to be successful such as clear communication and promotion of the main vision (Jian & Fairhurst, 2017). A leader should ensure that every party involved or affected by a certain action or decision be aware of the visions set. A successful leader delegates tasks within the organization to ensure that the operations of the company are going as planned and expose the employees or staff to a more working environment. Leaders can also manage risks that an organization is exposed to by preventing, controlling or maintaining them. Leaders are also important because they can manage an organization's priorities by majoring in the most vital issues (Woods, 2020). Generally, the success or failure of an organization is determined by the leadership being applied because leaders manage the whole operations of the firm. Democratic leadership occurs when people are allowed to share ideas within an organization freely (Fiaz et al., 2017). All team members are involved in decision-making. This study aims at discussing the effects of democratic leadership in an organization. 
Literature Review
Previous studies have been done to identify the effects of democratic leadership in an organization. Democratic leadership has both positive and negative impacts on an organization, making a solid decision in choosing this style. According to Al Khajeh (2018), democratic leadership leads to creativity and innovation. This style of leadership (democratic leadership) encourages the generation of new ideas, processes and methods used in an organization. Democratic leaders allow the team members to use their skills in performing tasks and generate solutions to problems (Li et al., 2018). Each of the team members is appreciated for using their unique knowledge and experiences to add value to the organization’s activities. Therefore, an innovation climate is created since all members are encouraged to share ideas in decision-making. Democratic leadership encourages the organizational team members to increase their production capacity by creating easier processes and building new products (Fiaz et al., 2017). Every individual is given an opportunity to use their skills; hence new ideas are easily and quickly generated within the organization. 
Democratic leadership has a positive impact on an organization because it leads to higher employee engagement (Nwokolo et al., 2017). When an organization introduces democratic leadership within its system, a more positive working environment is created. Team members are included in the organization's activities, such as decision-making, hence making them more active. Democratic leadership makes collaboration in performing the activities towards the achievement of the organization’s goals. As a result, the team members get a more feeling that they are recognized since their opinion matters. According to Heide et al. (2018), democratic leadership creates an engagement culture within the organization, which leads to an employee trust. Employees easily acknowledge the abilities and growth potential of the organization. Through guidance from democratic leaders in an organization, employees can have increased job satisfaction and have more chances of retaining in the firm (Wilson, 2020). Therefore, the general productivity level of employees is significantly influenced by democratic leadership in an organization since there is a positive focus on the firm’s vision and purpose. 
According to Eizaguirre and Parés (2019), democratic leadership is essential in an organization helps in finding solutions to challenging issues arising. Sometimes, some problems need a lot of care and attention, which creates the essentiality of having a democratic leader within the organization. In most cases, collaboration is applied in an organization, especially when there is enough time for solving the problem. People come together to make collaborative decisions where different opinions are made on how to attend to complex issues (Mohiuddin, 2017). Democratic leaders are innovative, critical thinkers and encourage the other team members to have similar characters to solve complex tasks quickly by coming up with the best solutions. Democratic leadership helps organizations have multiple alternatives and ideas, which help develop the most substantial ideas with low chances of failure (Mustanir et al., 2018). Therefore, the concerned team members can easily understand the problem and democratic leaders guide them to select the best way to handle the situation. 
Through democratic leadership, organizations involve people in the setting of targets and goals. When people within the organization have standard set goals, there is high accountability amongst the individuals (Smith et al., 2019). Individuals learn to devise ways to perform tasks and hence creating room for creativity and innovation. The presence of democracy in an organization helps make the employees feel that the goals and targets are their responsibility. This feeling makes the employees have more accountability about what they do. Due to increased accountability of employees, democratic leadership leads to an increase in productivity level, which is much higher than other styles such as autocratic and Laissez-Faire leadership (Brandsma & Adriaensen, 2017). 
However, democratic leadership can negatively affect organizations. Democratic leadership is time-consuming, especially when making collaborative decisions (Jasper, 2018). The issue arises when the organization needs to make quick decisions. In this case, the democratic leader cannot work within the required time. A lot of time is consumed when talking to individuals and collecting different suggestions (Chukwusa, 2019). Democratic leaders may face a challenge in managing the other variety of options. Every individual is allowed to make suggestions in the organization. There are high chances of production delays since every individual is involved in identifying the best solution to choose. According to Pech and Platon (2017), democratic leadership can easily lead to procrastination, which is a hazardous trap for leaders. The democratic leaders may develop a habit of turning deferring to their teams for suggestions instead of making their own decisions. A leader should sometimes make a collective decision for the entire team and due to democratic leadership, they might frequently be procrastinating (Barabanshchikova et al., 2018). Hence, decisions in democratic leadership take more time compared to other leadership styles. 
Democratic leadership can lead to questioning of the capabilities of the leader by the team member (Al Khajeh, 2018). In this leadership style, it is common for people to believe that they are doing more work than the team leader. This scenario happens when the team members have consistency in making the best suggestions for implementation. In some cases, the team members feel that the leader uses their effort for compensation more than they are hence decreasing the team morale. The consequences may be quitting, refusing to hold future discussions or insubordination (Müller et al., 2018). Similarly, if the team fails when under a democratic leadership style, blame game issues arise. Instead of lying failures with the leadership style, the person who gave the suggestion and the people who supported it get blamed. Therefore, negativity through responses becomes common and morale goes down for people being accused. 
Hypothesis
I developed various hypotheses that are essential to help me effectively carry out the study. These hypotheses involve;
1. The effect of democratic leadership in an organization
2. What is the impact of innovation on a firm?
3. How does employee engagement affect an organization?
4. I expect the innovation rate to influence an organization positively. 
5. I expect employee engagement to have a positive impact on organizations.
Method
Participants
The age of the participants was between twenty (20) and forty (40) years, which had a mean of 30 years. One hundred and fifty participants (150) participated and responded to the study conducted online. This study involved individuals, where eighty-six (57%) were male and sixty-four (43%) were female. Eighty-five (57%) of the participants’ gender were identified themselves as men, sixty-two (40%) as women and five (3%) as non-binaries. The participants were recruited from the society and involved classmates, friends, staff and other individuals from different parts of the world. There were 39% African Americans, 30% Hispanics, 21% Asians and 10% individuals from other ethnicities. Social media was used to adhere to the precautionary COVID-19 measures put in place. This study took place in a tertiary institution and other organizations, where all the participants were above the minority age.
Measures
To make the study effective, I surveyed to identify each participant's age bracket through online means to ensure no minor was involved. The test had ten statements that the participants were supposed to fill in according to their perspective. An example of the statements in the questionnaire is, “when situations require some critical thinking, do I involve my teammates to identify the best solution to take?” The participants were supposed to respond using a scale of 5, where they were to select strongly agree, agree, neutral, disagree or strongly disagree. 
From the scale, the participants were supposed to show if they strongly agree, agree, neutral, disagree or strongly disagree on statements such as, “Do we take long to the suggested opinions implanted into the organization’s system.” Filling the questionnaires through social media was a strategy to increase the participants’ confidence. I also utilized existing data from published articles in the school library and magazines, which acted as a guide to increase the effectiveness of the study. 
Procedure
I reached out to the participants required for the questionnaire in the study on online platforms. When carrying out the process, I ensured that covid-19 measures were complied with. I issued questionnaires to all the participants online, which took 20 to 30 minutes to complete. All the participants provided their email accounts where I sent them a link containing the questions. Participants were allowed to quit the study if they decided to leave the survey and this was a strategy to make them more comfortable and accessible. All the participants were required to answer the statements formulated on a range of 5, where 1= strongly disagree, 2= agree, 3= neutral, 4= disagree and 5= strongly disagree. Participants were given enough time to complete the task. After the submission of tasks, I thanked all the participants for helping carry out the study. I also applied other external sources to back up my study. I used published articles for the school library, magazines and government documents.
Results
After all the participants had completed and submitted the questionnaires, I combined and analyzed the results. In this research, I explored the different effects of democratic leadership in an organization. In this study, I had also hypothesized that there would be a direct relationship between innovation and the success of an organization. Therefore, the presence of democratic leadership in an organization would lead to innovation. Innovation leads to success in the firm. 
I had hypothesized that employee engagement would positively influence the success of an organization; that is, there would have a direct relationship. The findings were not different because they supported this hypothesis. About 65% of the participants provided information that depicted an accurate correlation amid the democratic leadership variables. Therefore, the study indicates that democratic relationships can positively have an impact on organizations. 
Discussion
The study hypothesized that employees' engagement would directly lead to a positive effect in an organization. This statement indicates that there was a correlation between employee engagement and organization success, that is, if one is higher, the other would also be higher. Generally, the study was expected to provide a positive relationship between democratic leadership would lead to better organizational performance (Al Khajeh, 2018). Therefore, the variables used, which include employee engagement and innovation, were expected to relate to the success of an organization directly. Democratic leadership and organization performance are also correlated. Democratic leadership leads to increased organizational productivity because of the diversity in decision making, which provides new ideas, processes and products to the firm. 
The findings from the research about the effect of democratic leadership were as predicted. From the results, employee engagement has a significant influence on an organization. Some other statistics have been provided in previous studies to show how employee engagement can affect an organization. Employee engagement results from democratic leadership (Yao et al., 2017). According to this study, employee engagement significantly contributes to previous research, hence providing backup support. Therefore, employee engagement leads to increased productivity levels since there is collaboration among the team members. According to Drouin et al. (2018), democratic leaders are responsible for making the team members work together in decision-making through the collaboration of ideas and opinions. There is diversity in the generation of ideas within the organization, which results in the company's success. 
This study also aimed at identifying the contribution of innovation towards the success of an organization. The findings of innovation and organization success were not shocking since they resembled the predictions mentioned at the beginning of the study. From the conclusions of the current study, there was a direct relationship between the employees' innovation and organizational performance (Hilton, Arkorful, & Martins, 2021). Democratic leadership encourages innovation within an organization since an environment allows employees to put their skills into use. Innovation significantly contributes to organizational success since people have more abilities to exercise their capabilities hence improving the general productivity of the firm. Therefore, the current study provided a backup to the previous researches by showing a direct relationship between innovation and organizational success. 
Conclusion
Leadership easily influences the behavior of individuals and organizations. Democratic leadership allows individuals or team members to make decisions in an organization towards problem-solving. Democratic leadership is one of the methods through which individuals can solve complex problems in an organization. Team members brainstorm opinions and select the best suggestion for implementation (Rahbi, Khalid & Khan, 2017). Democratic leadership creates an opportunity for innovation within an organization because the team members are encouraged to generate new ideas and processes in the system. Employees are actively engaged in performing the organization's activities, which makes them feel like an essential part of the company. Once the team members are involved in decision-making, their morale increases and thus, the ability to perform better also goes high (Rahbi et al., 2017). Democratic leadership leads to accountability within the organization and thus makes the team members view all the activities they perform as personal responsibility but not for leaders. Through democratic leadership, people understand the common goal and target that should be achieved and work towards it. Democratic leadership leads to collaborative decision-making, where individuals can quickly solve more complex problems (Eizaguirre & Parés, 2019). Democratic leadership can have a negative effect on an organization because it can make the team members think that they are being misused by their leader.
Recommendation
Democratic leadership is a vast topic that can be extended for discussion and therefore, there is a need for additional research to be carried out. Additional studies would be necessary to back up this research. More research can also be carried out on the other leadership styles such as autocracy and Laissez-Faire Management, situational, facilitative and transformational leadership. The study conducted should cover a larger population from different parts of the world to capture more reliable results. The random selection of participants acted as a limitation for the study. The study had no specific method to select the participants, which could provide a reliable response as required. Furthermore, the random selection of the respondents could have easily resulted in unreliable data since there is little information about the individuals involved. Therefore, future studies need to identify better participants who can provide better and more reliable results. The relationship in the data set for statistical tests was challenging to identify due to the small sample sizes. Therefore, there is a need for a bigger sample size that is large enough to provide a more diverse response necessary for the study.
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