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Leadership is the specific influential process that enables manager to get their employees to work according to the long-term objectives. Different leadership styles provide direction to the team members by developing a collaborative work environment that boosts team members’ effectiveness. This paper explores how various leadership styles influence team effectiveness and employee morale within the hospitality sector. Mullins has demonstrated the internal difference between leadership and management. Leadership motivates and inspires people in decision-making, while management focuses on different organisational functions and authority relationships. Under this leadership theory, the management of any business organisation tends to be very impersonal; on the other hand, a leader needs to adopt a personal approach (Gwanyo and Doosuur, 2022). As per this theory, a leader needs to pay proper attention to the different hygiene factors, which will prevent various dissatisfactions, but this factor cannot develop a positive attitude. Also, the leader's role is to stimulate the other employees to achieve the best results; for this to happen, he must pay more attention to growth factors.
According to Mullins's research (2019), leadership is one of the most important aspects of any business organisation, influencing its organisational culture and employee productivity. Analysing how different leadership styles affect employee satisfaction is very effective for business organisations and leaders.  
As Stanley (2022) stated, Kurt Lewis, one of the most well-known leadership models, identified three leadership styles that analyse leader controls over the entire decision-making process to make the most informed decision. An autocratic leader mainly focuses on the different kinds of command and takes complete control of their followers to provide a clear division between the team members and the leader. This kind of leader makes decisions independently, with minimal or no contributions from the other group members. Lewin concluded that it is tough to move from autocratic leadership to democratic leadership and vice versa. Autocratic leadership is well suited to hospitality industry scenarios that require a short time for the entire group's decision-making process. Hence, this leadership is best for a rapid decision-making process (Rosing et al., 2022).  Lewin argued that democratic leadership is genuinely successful because the democratic leader provides team members with guidance, support, and trust. It is also essential that leaders engage with the group and consider the input of other team members. They consistently promote participation from team members in the decision-making process, ensuring that everyone feels involved in the decisions made (Anwer et al. 2022). In the hospitality industry, democratic leaders always make their respective team members feel like they are the most essential group, fostering open communication among the team members. The most famous companies that adopt this leadership style are Google and Microsoft.
Lewin found that team members under laissez-faire leadership are the least productive among the other three leadership styles. As Ahsan and Khalid (2023) stated, laissez-faire leaders offer little guidance to the team members and leave the entire decision-making process to them. Lewin noted that this leadership style tended to result in team members needing more direction, in which they could blame each other for their mistakes, producing a lack of progress in the decision-making process. 
Another further insight into employee motivation is McGregor's Theory X and Theory Y. This theory differentiates between the specific assumptions about human motivation that underlie the help of two personality trait styles. According to the research made by Galani and Galanakis (2022), Theory X states that people dislike their work, so people need to be controlled and coerced towards their organisational goal of getting them to work. On the other hand, Wangdi and Tobgay (2022) state in Theory Y that people like their work so they can solve any problem most creatively. In the hospitality industry context, leaders who incorporate Theory X always tend to oversee different types of employee activities. Leaders coming from Theory Y place mutual trust among the team members, which allows team members to share their ideas with other team members. 
According to research by Huertas-Valdivia et al. (2022), Action Centered Leadership, usually known as ACL, is a specific leadership model mainly focused on the leader's different actions to lead the entire team effectively. This leadership model is based primarily on the ideas in which various leadership skills have been learned and developed, so leaders are only sometimes born with exemplary leadership traits. In the context of the hospitality industry, both managers as well as supervisor monitor their respective team members in different types of situations. It can help leaders respond to other kinds of situations, solve issues in a unique way that benefits business organisations, encourage team members, and balance each team member's priorities. Organisational leader of the hospitality industry implements this leadership style for managing every situation they might want to encounter. In addition, ACL helps team members in the hospitality industry maximise employee morale and improve productivity.   
An interesting leadership style is transactional leadership, in which employees receive rewards for extraordinary results and punishments for not exactly desired results. This leadership approach directly emphasised the core importance of business organisational structure, employee performance, and the business organisation itself (Armstong, 2021). A transactional leader employs a variety of concrete standards to help the hospitality business make the best, most economical decisions possible. The tasks for every team member are structured so that different team members are rewarded when they achieve their respective goals or reprimanded if a team member misses the deadlines.  
As stated by Bashir et al. (2022), Blake and Mouton Managerial Grid is a specific graphical representation mainly used to help leaders identify their respective leadership styles and leadership styles for their team members. The X-axis of this grid represents the other concerns of the leader for production, while the Y-axis represents the leader's different concerns for their people. Any leader's most critical leadership style is identifying individuals and business organisations and recognising a leader's role. According to Jaaffar et al. (2023), the hospitality industry leader uses this specific leadership to evaluate and maximise different performance management-based practices. On the other hand, Seidu et al. (2022) stated that leaders can maximise both productivity and employee morale by aligning the managerial grid with hospitality industry goals. 
As Harrison et al. (2023) stated, the Great Man Theory of Leadership is a specific theory that states that a leader is born with different qualities applicable to leading the entire team members rather than being made with the help of individual experiences. This theory is mainly based on the idea that leaders are heroes who accomplish the best feats for their followers. This theory suggests that some individuals are born with different characteristics, making them skilled leaders. Therefore, leaders can only assume authority under this leadership style when their leadership traits are needed. Leaders of the hospitality industry use the Great Man Theory, which values their quality for inspiration and can directly impact the employees' morale and group cohesion. 
This essay will discuss transactional leadership in the hospitality industry in more detail. This style can directly affect team effectiveness and employee morale. In the hospitality industry context, transactional leadership provides different immediate feedback on employee performance that evaluates selected employees by identifying areas for improvement.
Transactional leadership uses concrete standards to make the most informed and cost-effective decisions in the hospitality industry. Boddy (2017) states that transactional leadership incentivises excellent performance with the help of different rewards such as bonus promotion and employee recognition. This has created a positive work culture that motivates employees to perform their best in the hospitality industry. A transactional leader treats every employee relatively well without any favouritism. On the other hand, transactional leadership can sometimes be very rigid and inflexible, so they might not inspire innovation and focus on different long-term goals or be unable to fully identify and achieve the hospitality industry’s long-term goals. Important names in the industry, such as Bill Gates and Vince Lombardi, can be associated with transactional leadership. They maintain stability and consistency in the organisation due to their attitude towards team members.
One of the possible scenarios of transactional leadership in the context of the hotel industry is intervention; for example, a line manager is put in charge when the head manager keeps track of the entire work to achieve monthly goals in the hotel intervention. Then, out of the top five best-performing line managers, they are awarded a monetary reward to take the day off. In the hotel industry, transactional leadership must provide amiable services by solving any guest complaint and their respective concerns and developing a very comfortable environment. This is required by the leader with good communication and interpersonal skills to effectively interact with the team members (Mullins, 2023). For example, a restaurant manager might be responsible for opening the establishment, helping train new team members, and setting up the dining area. At closing time, the same manager is responsible for closing the whole restaurant, allowing managers and supervisors to focus on higher-level work with the help of a transactional leadership style. 
 Autocratic leadership is at the opposite pole of transactional leadership. In autocratic leadership, decisions are made at a higher level; the leader gives clear directions to the team members, thus maximising their efficiency. Some examples of autocratic leadership include Richard Nixon and Elon Musk. These leaders do not trust other team members but consider that their experience and vision are enough to make decisions. Therefore, the stability of the entire organisation depends on the ideas of the authoritarian leader, who imposes his ideas, making others feel discouraged.
Also, laissez-faire leadership is influenced by the hands-off approach that involves the very minimum direction from the leader by allowing employees to possess higher levels of autonomy, which makes this type of leadership different from the transactional leadership style. This leadership style is very effective when a different team member is highly motivated, which not only fosters creativity but also leads to higher levels of team effectiveness. 
As stated by Mullins & Dosser (2013), transactional leaders provide different types of structures and an apparent understanding of the expectations that can motivate those employees who thrive on getting extrinsic rewards in the hospitality industry. 
Based on the above analysis, selecting a specific leadership style can directly impact decision-making and improve team members' performance and employee morale. The best leadership style develops a positive work environment where all team members feel valued, leading to job satisfaction and higher productivity. The selection of transactional leadership helps hospitality industry leaders define their explicit goals, and employees’ expectations help them prioritise in the decision-making process. A transactional leader gives distinct, fast feedback on an employee's performance, highlighting areas for growth in the individuals they have chosen. Also, a transactional leader uses a variety of incentives, such as bonuses, promotions, and staff recognition, to incentivise solid performance. The use of transactional leadership is also essential to advance inspirational change and increase the level of innovation.
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