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[bookmark: _dhv01ey0zwll]Introduction
Leadership is an important part of the organisation as it helps in efficiently managing and determining organisational behaviour through higher employee productivity and satisfaction. The essay thus, focuses on evaluating different leadership theories to analyse the pros and cons of leadership style to increase team dynamic and employee morale.  
[bookmark: _ry646f592a57]Main Body 
[bookmark: _msoggcmnktsl]The Great Man leadership theory focuses on the examples of great leaders and it states that leaders are born with the traits that make them great leaders. 
The theory elaborates that, four major qualities are majorly seen among leaders “Intelligence” which makes them “Intuitive”, and “Sociability” which gives the leaders the ability to charm and persuade others (Hafebo and Ridwan, 2024). Moreover “Confidence” and “Charisma” make their personality “Commanding” (Hafebo and Ridwan, 2024). Leaders such as Abraham Lincoln, Mahatma Gandhi Martin Luther King, jr are the examples that are considered to have the four highlighted qualities that helped them to influence others through their leadership qualities (XIAOPING and ALI, 2024). However, the great man leadership theory is often criticised because it is believed that great leaders can be made which is a conflicting opinion than the great man theory of leadership (Baporikar, 2024). The quality of intelligence, confidence, and Charisma make the leaders influential as these are strong qualities or traits that exist within people which makes them noticeable. Moreover, sociability makes the leaders relatable and approachable so that they can understand the problems of others and work for mitigation of the challenges. 
The transactional leadership theory believes in motivating and directing employees through appealing rewards that are based on their self-interest so that the employees can be motivated to work. Ngatia (2024) conveys that the theory focuses on “Maintaining status Quo”, “Managing by Exception”, “Short-Term Focus” and “Extntric Motivation” through “Contingent Rewards” to motivate the employees. 
The transactional leadership theory is a responsive theory that helps to create a positive, innovative and development-based organisational culture in which employees work for their self-interest and rewards (Rabiul, 2024). It helps the leaders to keep the employees engaged and motivated through the rewards so that they can work for the organisation productively to achieve the rewards. The rewards provide the employees with “Eccentric motivation” that helps the leaders to achieve organisational objectives and goals. 
Moreover, “McGregor’s X and Y theory” provides the idea that leaders can provide contrasting assumptions to the leaders to manage the workplace. 
On one hand, factor “X” focuses on factors such as “Authoritarian”, “Repressive style”, “Tight Control”, “Lack of development” and “Depressed culture” that makes the organisational culture negative and decreases employee morale (NWOKEOCHA, 2024). On the other hand, “Theory Y” helps the leaders to understand that creating a “Developmental and liberating organisational culture”, “Continuous improvement of workplace” and “Empowerment” helps the leaders to establish a positive organisational culture (Nyarne et al. 2024). Thus, McGregor’s X and Y theory provides a guide to the leader to effectively increase employee morale through employee empowerment and innovation.  
[bookmark: _ubtz8jvn4izu]Transformational leadership refers to the management philosophy, which encourages and inspires workers to bring innovation and develop new ways of growing and enhancing the ways to the successful future of the companies (Jarolia and Gyanchandani, 2022). This style has been studied in the context of “team dynamics” and “employee morale” largely. However, the style offers several benefits but it is also important to consider the possible challenges related to the theory for gaining a comprehensive understanding of its usefulness. 
The pros of the leadership style majorly include the enhancement of employee morale, improvement of team cohesion, increment of employee engagement, and higher level of performance. According to Akdee and Egan (2020), transformational leaders often create a positive work environment in the workplace by creating a “sense of purpose and belongingness” among team members. Inspirational communication and extreme emphasis on shared goals often enhance the morale and job satisfaction among employees. On the other hand, transformational leaders also strengthen team cohesion and decrease interpersonal conflicts by emphasising shared values and visions. Hence, this often leads towards an extreme level of productivity and collaboration within the teams. In addition, transformational leaders outperform the tasks, which are led by transactional leaders. In this, they mostly focus on bringing innovation, creativity and continuous development, which eventually lead towards positive outcomes. Moreover, Lauritzen et al. (2022) stated that the pros of the leadership style also include an increment of employee engagement as leaders invest more in the professional well-being and development of employees in the workplace. Hence, this eventually leads towards the increment of the level of engagement of employees with the shared goals and reduces turnover rates in the organisations. 
In terms of the cons of the transformational leadership style, majorly include “time-consuming”, “risk or overreliance”, “limited usefulness of specific circumstances” and “potential to burnout”. However, the leadership style needs crucial time and effort for the creation of relationships, inspiring followers and creating a positive environment of work. Hence, this becomes difficult for the employees in this fast-paced and creates high pressure in the work environment. Lasrado and Kassem (2021) stated that leaders often fail to maintain a balance with other leadership styles, which brings excessive reliance on transformational leadership. Hence, this often leads towards the creation of a “cult”, such as following and lack of “critical thinking” regarding specific tasks. Moreover, higher expectations and demands are placed on the team members by the transformational leaders, which leads towards extreme employee burnout and decreases job satisfaction in the workplace. Another con of the transformational leadership style is its limited usefulness in some particular circumstances (Dung and Hai, 2020). Furthermore, it has been noticed that transformational leaders often become ineffective in such highly structured organisations that create limited room for creativity and innovation. 
[bookmark: _qot58e74wsrp]The main motto of the transformational leadership style includes inspiring and motivating the team members to transcend their “self-interest” for betterment, which is specifically suited for the dynamics and “customer-oriented” organisations like hotel management. However, transformational leaders develop employee engagement, improve guest experiences and drive entire organisational performance by flourishing a culture of innovation, shared vision and empowerment. According to Rabiual and Yean (2021), the transformational leadership style is often applied in hotel management for the creation of a strong culture in the organisation. However, the leaders in the said leadership play an integral role in terms of shaping the culture of the workplaces of the hotels. In this case, leaders get the ability to create a positive and supportive work atmosphere by communicating a clear vision, flourishing a “sense of purpose” and “inspiring their team members”. Hence this culture eventually helps in attracting and retaining top talents, enhancing guest satisfaction and developing the morale of the employees. On the other hand, Portela Maquieira et al. (2020) stated that transformational leaders often identify the significance of employee empowerment in the workplace. However, leaders flourish the “sense of commitment, dedication and ownership” by giving the employees responsibility, support and autonomy in the workplace. Hence, this culture of empowerment often leads towards the increment of innovation, enhances problem-solving skills and increases innovation in the decision-making and tasks in the hotels. 
Moreover, transformational leaders are also able to understand that the satisfaction of the guests is the cornerstone to becoming successful in the hotel management industry. However, the leaders inspire their team members by giving exceptional service. Hence, this helps in the creation of memorable experiences for the guests (Sürücü et al. 2021). This eventually leads towards the increment of “customer loyalty”, “positive reviews” and the opportunity to get new revenue streams in the hotel management industry. On the other hand, transformational leaders also encourage innovation and creativity among teams. In this case, leaders can develop new and innovative ways to enhance operations and guest experiences by challenging the status quo and motivating employees to think innovatively. Gabriel et al. (2022) stated that transformational leaders also flourish in the collaborative and supportive atmosphere within teams. In this case, leaders get the ability to build “high-performing teams”, which are capable enough to attain positive results by emphasising teamwork, shared goals and communication within the workplace. For example, Premier Inn has used the ‘transformational leadership style” as the leaders have mostly focused on bringing innovation and creativity in the workplace (Premier Inn, 2024). On the other hand, the Hilton Hotels have used the “transformational leadership style”, which is indicated by their management teams, focusing on autonomy, independence and responsibility for employees in the workplace tasks (Hilton Hotels, 2024). The hotel managers at Hilton support the activities of team building and also provide opportunities to develop skills through training. Through the transformational leadership style, Hilton provides “daily pay”, “Hilton Shares” and “Paid Life and Disability Insurance” to their employees (Hilton Careers, 2024), Hence, this indicates the initiatives of the leaders to achieve success in transformational leadership. 
[bookmark: _yu2pdnd8ziaj]The “Autocratic leadership style” ensures a clear line of command within the organisation and does not allow the employees to contribute to the decision-making process of the organisation. 
Autocratic leaders have the qualities of “Confidence”, “Commanding”, “Dominant”, “Decisive”, “Strict” “Focused” which makes them able to take organisational decisions without involving others (Rehatta et al. 2024). The implementation of the autocratic leadership style, thus gives the leaders an autocratic power who make decisions for the employees and the employees have to follow the decision. Moreover, the autocratic leadership style also focuses on a communication style that is always down so that the leaders can effectively direct and order the employees. Within the hierarchical organisational structures, autocratic leadership fits effectively. However, the autocratic leadership style often creates challenges related to decreased employee morale as employees are not involved in the decision-making process which limits the contribution to the organisational progress (Shrestha et al. 2024). The lack of autonomy that is provided by autocratic leaders also creates challenges in team effectiveness as employees can not make small decisions related to their work. Thus, it hinders the team's effectiveness and decreases employee satisfaction within the hotel management industry. 
On the other hand, the “Transformational leadership style” often proves itself effective as it behaves in individual consideration and mitigation of challenges of the employees so that they can work effectively (Goens and Giannotti, 2024).  The focused leadership style focuses on “Idealised Influence”, “Inspirational Motivation”, “Individual Consideration” and “Intellectual Stimulation”. 
The transformational leadership style helps the leaders to individually consider the weaknesses and strengths of the employees so that they can be motivated and intellectually stimulated to increase their engagement and motivation to work. At the time operating teams, transformational leaders create an idealised influence on the employees by guiding them and providing opportunities for training and development to increase their knowledge and skills which increases the team dynamic of the employees so that they can be satisfied within their work (Kwarteng et al. 2024). However, this style of leadership often increases the dependency of the employees on their leaders. Although the employees can gain more professional growth and success through intellectual stimulation and individual consideration.  
Furthermore, the “Democratic leadership style” is the opposite of the autocratic leadership style which involves the team members or employees in the decision-making process. Nopitasari et al. (2024) convey that the democratic leadership style focuses on “Inclusivity”, “Open communication”, “Empowerment”, “Flexibility”, “Respect for diversity” and “Accessibility” of the leaders.
It helps the leaders to be highly approachable to the employees so that they can be empowered and highly effective for the organisation by dedicating themselves to the organisation and working productively. However, the democratic leadership style often makes the decision-making process slow because of the involvement of the employees. 
[bookmark: _idy6z4tim7br]Conclusion
From the study, it has been concluded that team dynamics and organisational success are completely dependent on the leadership styles applied by the leaders in the hotels. However, the selected transformational leadership style has the potential to enhance employee motivation, engagement and the level of productivity by impacting team dynamics largely. 
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