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Introduction:
In the hospitality field leadership plays a key role in success as it shapes customer happiness and the long-term survival of the organisation. In a landscape with notable staff turnover and fluctuating client requirements profiling competent leadership is necessary to develop a powerful team and promote excellence. Multiple leadership approaches including transformational and transactional styles with servant leadership offer special techniques to lead teams and enhance efficiency.
Through transformational leadership techniques, employees are motivated to enhance their performance and aid the vision of the organisation. Focused on performance metrics and fixed duties are transactional leaders who recognise contributions with rewards. Servant leadership emphasises the importance of meeting employee needs and seeks to uplift and cultivate a friendly work atmosphere. Recognising these leadership approaches holds great importance for hotel leaders because they affect group performance and staff satisfaction. This research delves into the role of different leadership styles on team performance and employee enthusiasm in the hospitality domain and highlights the means to customise leadership approaches to enhance both staff engagement and organisational effectiveness.
Overview of Leadership Theories:
Management is an essential element in enhancing productivity and standards within the hospitality business for the improvement of organisation performance, employee satisfaction and guest satisfaction. Different leadership theories have been formulated in the past in an endeavour to explain the process through which leaders art influence their groups. Of these, Trait Theory, Behavioural Theory, Contingency Theory, Transformational Leadership, Transactional Leadership, and Servant Leadership are salient and have significance in the hospitality context.
Trait Theory exposes tendencies that define the leaders from the leader, and the reason is that these qualities and characteristics are inborn. Stogdill, based on a preliminary analysis of the literature carried out in 1948, classified the behavioural and psychological components that characterise effective leadership as intelligence, self-confidence, determination and sociability. Thus, members of the hospitality industry who have certain well-developed interpersonal skills can greatly improve such aspects as togetherness and consequently contribute to the overall improvement of performance. However, Trait Theory has drawn criticisms for its emergence based on the failure to consider situational factors which may influence leadership styles.
Behavioural Theory of leadership deviates from character aspects to the conduct of leaders. This theory of leadership asserts that the quality of leadership lies not in personal qualities or personality and disposition of the leader, but in certain patterns of behaviour. Leaders can be categorized into two primary styles: two types of communication networks are task-oriented and relationship-oriented. The particular management types include Task-oriented management where the primary aim of the leader is to accomplish targets and goals; and Relationship management where concern is given to the well-being and welfare of the team as well as morale (Hersey and Blanchard, 1993). It could also be seen that in some industries, such as hospitality when employee engagement is the key to providing service, both tactical and strategic perspectives might be needed to sustain motivation while meeting organisational goals.
The leadership style in contingency theory therefore holds that the appropriateness of a leadership style depends on some factors of the environment. This theory formulated by Fiedler (1964) maintains the idea that leadership is not composed of one, best type but rather organisational leadership depends on several factors such as the nature of the task, the composition of the group and the organisational setting. For instance, in the course of business in the hospitality industry such as during festive periods, the author opines that more autocratic leadership is required to instil order and upkeep high standards.
Transformational Leadership defines the ability of a leader in the organisation to influence the subordinates to go beyond their self-interest and act for the benefit of the firm. This style is mostly used by leaders as it creates better innovation, group decision making and common goals among employees (Bass and Avolio, 1994). Within the hospitality industry, transformational leadership can encourage employees to become devoted and productive with the additional benefit of happier customers.
On the other hand, Transactional Leadership is majorly centred on the use of reward power and punishment power. Outcomes are communicated to leaders and this keeps the environment clear because leaders explain the expectations and feedback of the outcome (Burns, 1978). Although this strategy yields an increase in the actual output of goods and services in the short run it does not encourage organisational commitment and employee loyalty especially where the human element of service is of utmost importance as in the case of the hospitality industry.
Finally, the fifth principle of Servant Leadership involves the act of showing concern for people's needs other than one's own needs as a leader. It achieves this by fostering the working of an organisation through the promotion of a compact and tender-minded culture that embraces ethical practises by leadership leading to high work satisfaction and work commitment (Greenleaf, 1977). For the hospitality industry where service delivery is very critical for organisational growth, the notion of servant leadership can work wonders in determining employee morale and turnover rates.
In conclusion, the various leadership theories benefit any human being to analyse the intricacies the degrees of team effectiveness and the morale of the employees to the expansion of the hospitality industry. All the theories have their strengths and weaknesses highlighted: while one theory is more effective in a given context or with a specific team the opposite might be true for the next theory.
Comparison of Leadership Styles:
The effect of leadership styles on group performance and motivation of employees is therefore very notable. Thus, each of them has its advantages and disadvantages, which characterise crucial aspects of teamwork and employee satisfaction within the hospitality business. This will compare Transformational, Transactional, and Servant Leadership as well as look at the strengths and weaknesses of each.
It is quite popular to refer to Transformational Leadership as being powerful, particularly in situations where changes need to be made and new ways of doing things implemented. There is still the freedom that helps facilitate an organisation to ensure that employees get motivated and can deliver. Ideally, transformational leaders engage their followers by coming up with useful visions and then encouraging other individuals to work together (Judge and Piccolo, 2004). This in turn may contribute to improved job satisfaction among employees so that people in teams would feel that they are special for the organisation and are highly necessary for the achievement of the company's goals. But this is where its weakness lies: because with high expectations come even higher levels of work and stress that result in the exhaustion of employees. Furthermore, it is crucial to understand that using strong personal relationships may not appeal to all the team members who may be working for large organisations where it may be challenging to Mb and develop good interpersonal relations.
On the other hand, Transactional Leadership provides a more definite style of working with subordinates, especially through the technique of gaining compliance from the workers by rewarding and/or punishing them. This kind of style can bring quick results because all the staff are focused on achieving certain goals and objectives. Transactional leaders give direction and expect compliance, which may be appropriate when the situation in such environments as the hotel is formal and requires standard delivery of services (Burns, 1978). However when the organisation focuses on external incentives, the level of intrinsic motivation in the workforce is likely to be low. In the long run, it brings disengagement and high turnover rates, because employees may feel that there is nothing more to expect from them but performance.
Servant Leadership which puts employee needs first is another style which have shown positive impacts within the hospitality industry. The first benefit is that this kind of style improves employees' satisfaction with the work they do and their loyalty (Greenleaf, 1977). As customer service is so centralised in the engagement of employees in the information industry, servant leadership cultivates a culture of support and trust. However, one weakness is that this kind of leadership may not be very assertive like other styles; thus may meet difficulties in decision-making in the course of adopting crises or pressing problems.
The effects which stem from these leadership approaches on the behaviour of a team, and the morale of a team are palpable. We suggest that Transformational Leadership can the creativity and commitment of the employees but can cause them stress if the demands are high. Transactional Leadership may produce short-term organisational outcomes at the cost of long-term organisational outcomes, as it relies on applied rewards. On the other hand, Servant Leadership builds an environment that can produce high morale but may lack the decisive power in moments when operations demand it most.
In conclusion, knowledge of these strengths and weaknesses in leadership behaviours is critical to hospitality leaders. Strategising with team requirements and organisational objectives in mind means that leaders possess the power to enhance/reduce the efficiency of a team as well as the happiness/transformation rates of employees which will consequently affect the quality of service as well as experiences of the guests.
Application of Leadership Styles in Hotel Management:
The procurement of quality service delivery is an important feature that needs strong leadership in organisations, particularly in the hospitality industry. Different leadership patterns have their specific uses within the hotel management context influencing human relations and organisational performance. The selection of this section is based on the concern to evaluate the three large hotel chains, Marriott, Hilton, and Ritz-Carlton, and analyse how leadership styles are reflected in practice.
Corporation Transformational Leadership is evidenced at Marriott International through embracing employee growth and involvement. There is a focus on the corporate culture as a major business component well reflected in the corporate leadership. At Marriott, innovation and collaboration are driven by the company's leaders and are characterised by increased delegation. For instance, the company's "Spirit to Serve" philosophy promotes a customer-centric environment while also prioritizing the well-being of its employees. It has brought high employee satisfaction rates, and Marriott has been among the best employers in the hospitality industry (Marriott, 2023).
On the other hand, Transactional Leadership can be well explained by Hilton Hotels. Hilton has a well-defined organisational structure with a clear distinction between the leadership and employees; the leaders set work standards to be achieved and employees are compensated based on achievements. Currently, the organisation employs strict measures of personnel evaluation and remuneration for efficiency display by the employees. Beneficial to Hilton's operating gear and service standards worldwide, this style has shown compounded effectiveness. However, while using this strategy can guarantee performance in the short run with little focus put on how the employees will stay committed, engaged, or even fully satisfied with their working conditions, then it does not address the entirety of what the employees need, especially those who require not only money but also other forms of satisfaction (Baker, 2021).
One of the best practices in The Ritz-Carlton is the Servant Leadership where the company gets to serve everyone under it including the employees and customers. Through an implementation of this theoretical framework, Ritz-Carlton leaders ensure that staff's requirements are met as they allow them to resolve issues that affect guests. For instance, the company offers significant investment to its personnel offering them the ability and freedom to provide excellent service. Such great concentration on the welfare of the employees implies quality morale and high levels of customer satisfaction since the employee gives their best knowing that their welfare is valued (Morrison, 2020).
All in all, the use of these leadership styles in the hotel industry shows that variations in leadership styles affect organisational commitment as well as productivity among the employees and customer experiences.
Analysis of Leadership Styles on Team Effectiveness and Employee Satisfaction:
The kind of leadership practised in an organisation bears significant responsibility for team productivity and employee contentedness, especially in organisations in the hospitality industry where meeting customer needs is crucial. Based on the review of what transformational leadership constitutes, that is, inspiration and motivation, it can be seen that this particular style of leadership makes an independent contribution to the effectiveness of the team. Thus, the atmospheres of trust and cooperation, which transformational leaders develop, invite new ideas from their peers and engage them in common endeavours. This climate enhances workplace cooperation while enhancing the personal initiative of employees in attaining better innovation in the provision of service delivery (Judge and Piccolo, 2004).
On the other hand, transactional leadership, which is based on rewards and work expectations, ensures the accomplishment of set goals with the operations working coherently. Although this leadership style produces short-term results it is not also good for the morale of the employees. Employees whose needs are Met mainly by extrinsic motivation may feel disconnected or demotivated when they perceive their positions as mere exchange positions. Therefore, even though transactional leadership can raise the level of short-sighted performance indicators, it can be detrimental to overall long-sighted organisational engagement and commitment, especially within the current framework of high turnover within the hospitality industry.
Servant leadership prefers both team performance and employee engagement. The needs of the team members are therefore met since servant leadership offers a favourable environment for employees. Leaders with this behaviour engagement approach have been found to record reduced turnover and increased organisational commitment among the staff because they derive the meaning and purpose of their jobs. For example, Ritz-Carlton demonstrated a high level of employee commitment based on empowering employees because when employees are treated well, they will treat the guests kindly.
Consequently, this analysis of the various leadership styles shows how leadership plays a vital role in the team and the employees in the hospitality industry. While transformational and servant leadership provide positive impacts on the employees, such as employee morale and commitment levels transactional leadership, yields short-term benefits with possible long-term loss of employee motivation.
Conclusion:
The study of leadership methods emphasises the major impact on team productivity and employee emotions in the hospitality sector. By promoting innovation and motivation staff stay highly engaged and committed to their work under transformational leadership. On the other side of the coin transactional leadership can improve immediate performance but may lack the ability to maintain long-term satisfaction of its staff. The leadership model of servant learning is seen as an attractive solution that emphasises the well-being of staff and fosters a culture that emphasises best practices in service.
Any leadership style succeeds when it fits well with the culture of the organisation and the unique challenges present in the hospitality realm. Hotel management needs to use a diverse strategy for leadership that combines features from different styles to meet the specific requirements of their teams and customers. Hospitality organisations can enhance their employee experiences and operational effectiveness by understanding the important impact of leadership. An in-depth analysis should focus on how leadership changes in the hospitality sector about the role of emerging trends and difficulties in influencing effective practices.
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