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The hospitality industry in the UK is fast-growing, and it contributes to the UK economy significantly each year. As of 2024, the industry has contributed £93 billion annually (UK Hospitality, 2024). The leadership of the various businesses in the hospitality industry is contributing to the growth and success of the industry. Leaders of leading hotels and restaurants ensure that customers can have a high level of customer service and improved operational processes for the employees by addressing the issues within the organisations. They value organisational success and achievement of the goals and objectives (Gewinner, 2020). The essay will focus on leadership aspects in the context of the hospitality industry. The various leadership styles will be analysed, and how they contribute to team effectiveness and employee morale will be explored. 
Leaders are the ones who influence and guide the team to achieve certain goals of the organisation. They are different from ordinary people because of their distinctive capabilities and skills. Leadership is the art of influencing and motivating people and convincing them to perform various tasks (Mullins, 2019). The leadership theories are established frameworks that explain leadership from different aspects. The trait theory is the earliest leadership theory. The theory explains leadership based on specific traits or characteristics that make distinctions between ordinary people and leaders. The traits such as intelligence, self-confidence, determination, sociability, and integrity are crucial for making someone a leader in a group or team. People may inherently possess these traits, and researchers have found in several studies that these leadership traits can effectively contribute to team performance and success (Colbert et al., 2012). However, critics have argued that trait theory might become ineffective and may fail to explain the leadership aspects properly because it does not account for situational factors while analysing leadership aspects. It is a complex phenomenon, and so it requires consideration of both traits and situational factors (Derue et al., 2011). The behavioural theory of leadership is another well-recognised theory that explains leadership differently from the trait theory. The behavioural theory of leadership focuses on what the leaders do and how they interact with the followers to achieve the organisational goals. Usually, they behave in logical and scientific ways to have a significant impact on human psychology (Benmira and Agboola, 2021). People can learn the leadership behaviours and can become leaders. The research has found two types of behaviours that leaders demonstrate in the organisation. Firstly, their behaviour shows concerns for the organisational tasks and goal achievement. Such behaviour puts pressure on the workforce to perform their duties properly and achieve the objectives. Secondly, the leadership behaviour shows concern for people. The leaders emphasise maintaining good relationships with the followers to attain maximum productivity and performance (Burke et al., 2006). The contingency theory of leadership shows that there is no best way to lead a team. In other words, there is no best leadership style that can be effective in all situations. Rather, different leadership styles may become effective in different circumstances. Organisational context and environment will influence choosing an appropriate leadership style (Boddy, 2017). According to Fiedler’s contingency model of leadership, the leadership will be effective in an organisation if there is a match between the leadership styles and situational variables. The leadership styles can be task-orientated and people-orientated, and the situational variables are relationships, tasks, and power structure within the workplace (Miller, Butler, and Cosentino, 2004). Schyns and Day (2010) explored the leader-member exchange (LME) theory and found in the study that the effectiveness of leadership depends on the quality of relationships that leaders make with different types of people. These people may belong to ingroups or outgroups. Leaders emphasise making strong relationships with the in-group people by offering them more opportunities, attention, and support (Graen and Uhl-Bien, 1995). Therefore, people within in-groups have better performance, and they are more satisfied with their jobs.
Transformational leadership style is relevant to the hospitality industry. The leadership style prioritises relationships with the employees to achieve organisational goals (Bass and Bass, 2009). Transformational leaders inspire the people or followers by vision, motivation, and examples. The followers or the people can exceed their expected performance under such a leadership style. Transformational leadership has both pros and cons in the context of team dynamics and employee morale. Leaders who apply the leadership style within the workplace ensure that employees can have a collaborative and supportive environment where they can express their ideas and apply them to accomplish their goals (Robbins, 2017). A unified direction from the leader helps these employees to align their individual goals and objectives with the organisation’s mission and vision. The employees get more empowered under the leadership as they get adequate flexibility and encouragement for creative thinking. Khanin (2007) found in the study that employees under transformational leadership are more willing to share their creative ideas and they contribute to the organisational success. The leadership improves interpersonal relationships within the team. Because leaders consider the needs and expectations of the employees on an individual basis. The cons of the leadership style in a team dynamic are increased dependency on the leader, higher risk of groupthink, and stress. The employees become more reliant on the leaders for strategic direction. In case leaders fail to guide them in the right direction, the entire team might face challenges in accomplishing their responsibilities. The leadership emphasises team cohesion and collaboration, which can sometimes lead to groupthink for any critical solution (Lehmann-Willenbrock et al., 2015). Employees may focus on consensus rather than choosing critical reasoning to find the solution. As a result, the organisation may not get an optimal solution to the problem. The leaders may sometimes keep high expectations from the employees, which can lead to increased workloads. In the long run, the workforce may suffer from a high level of stress, and the team can lose its productivity (Mullins, 2019). In the context of employee morale, the transformational leadership style also has pros and cons. The pros of the leadership style are increased motivation, job satisfaction, and employee development. Employees under the leadership style are highly motivated due to the leader’s charisma and lead-by-example approach (Robbins, 2017). A leader has individual considerations, which create a sense of belonging to the workplace, and so employees have high levels of job satisfaction. Employees get the opportunity to improve their capabilities by attending various development programs and training offered by the leader (Larasati and Martono, 2020). Hence, transformational leadership can significantly impact employee morale. On the contrary, the leadership style can negatively impact employee morale on certain occasions. When leaders keep high expectations from the employees constantly, the employees may become emotionally exhausted in search of continuous innovation and creativity. Unrealistic expectations are a burden on the workforce. Sometimes, a transformational leader may become more focused on high-performing individuals. Such inequality in a leader's attention can make the employee feel undervalued (Bass and Bass, 2009). As a result, it can lead to poor employee morale within the organisation. Moreover, a transformational leader’s charisma and inspiring capabilities can manipulate employees. 
Besides transformational leadership style, there are other leadership styles such as transactional leadership style and servant leadership style that are effectively applied to different hotels in the UK. The application of these different leadership styles indicates that these leadership styles are effective in maintaining team dynamics and employee morale. The Ritz Carlton Hotel is a renowned hotel in the UK that has set high standards and emphasised innovation to offer unique services and a seamless experience to the guests. The hotel has applied a transformational leadership style to achieve the organisational goals. Leaders at Ritz Carlton communicate clearly with the employees about the hotel’s vision and guide them accordingly. Employees are given autonomy to make their decisions to perform their responsibilities. They find the workplace highly flexible and favourable to express their creativity. The hotel has a highly performing and innovative workforce (Ritz Carlton, 2024). Employee empowerment and opportunities for personal development have increased employee morale. Four Seasons Hotel is a luxury hotel that also applied a transformational leadership style. Leadership at the hotel emphasises continuous training and development of the employees. It inspires employees and motivates them to exceed the expectations. The leadership practices align with a transformational leadership approach (Four Seasons Hotel, 2024). The Hilton Hotel has a transactional leadership style in place. In transactional leadership, leaders maintain a clear structure and procedure to achieve organisational goals (Hilton Hotel, 2024). They allocate resources and responsibilities among the employees and then provide rewards and punishments based on their output. If employees can perform their jobs accordingly and meet the objectives, they are rewarded. On the other hand, they are punished if they fail to perform their duties (Mullins and Dossor, 2013). Christopher Nassetta is the CEO of Hilton Hotel. His leadership resembles to transactional leadership styles. The hotel operates globally, and it ensures that all of its global operations have the same standards. To bring operational efficiency and constant service delivery, the hotel maintains clear procedures and establishes a reward system for its employees. It indicates the hotel has a transactional leadership style. Marriott Hotel is another global player in the hospitality industry. The hotel has a significant presence in the UK hospitality industry. Leadership practices in the Marriott Hotel suggest that the hotel has both transactional and transformational leadership in place. The hotel has a performance-based reward system for its employees. It maintains a clear procedure and process for consistency in the service delivery in its global operations. Arne Sorenson, the former CEO of the company, communicated the organisational vision to the employees and guided them to perform their jobs. He was a transformational leader. Currently, The leadership in that hotel makes a favourable workplace environment in which all employees enjoy opportunities for continuous development and flexibility to perform the job and present their innovative ideas. The current CEO of the company, Anthony Capuano, has incorporated both transactional and transformational leadership styles to enhance the team dynamics and increase employee morale (Marriott, 2024). 
There are many leadership styles that the management of the organisation can adopt to increase the team's effectiveness and employee satisfaction. However, the impact of these leadership styles on team dynamics and employee satisfaction varies. The transformational leadership style gives more flexibility to the employees and the team members that allows them to be creative and innovative (Bass and Bass, 2009). It empowers them and provides autonomy in their work. The leader inspires the workforce to fulfil the vision and mission. Employees become satisfied as they have a positive and supportive workplace in the leadership style. In a transactional leadership style, employees can enhance their productivity and performance by maintaining a clear structure and procedure. A team can achieve efficiency in accomplishing the task (Armstrong, 2012). As the leader creates an arrangement to reward them based on their performance, highly performing employees receive the rewards and benefits from the management, and they are satisfied with their jobs. However, employees who receive penalties or inadequate attention may have poor morale. Moreover, those who seek flexibility and autonomy in the workplace may also find the leadership style unfavourable and get dissatisfied with the job. In an autocratic leadership style, leaders make decisions for the organisation solely (Robbins, 2017). They do not include stakeholders or employees in the decision-making process. The application of authority and power can be observed in the leadership style. The leadership style can enhance team performance when there is any crisis and the team requires a quick decision to address the problem. Employees have poor job satisfaction in this leadership style because they are highly controlled by the leader and they have no autonomy in their job (Mullins, 2019). Democratic or participative leadership style is the opposite of autocratic leadership style. Democratic leaders ensure the participation of the employees and team members in the decision-making process. The team can have collaboration and support to achieve the goals. As a result, team performance is improved in the leadership style. Employees are likely to be highly satisfied with the leadership style because they are valued and trusted in the organisation’s decision-making process (Al-Ababneh, 2013). 
Leadership is the most important aspect of the hospitality business in the UK. It is a unique capability that is difficult to imitate by competitors. The management of the hospitality businesses must align their leadership styles with the organisational goals, resource capabilities, and situational factors to ensure that the organisation has an effective team and a highly performing and motivated workforce.
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