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Impact of Leadership Styles on Team Effectiveness and Employee Morale in Tourism

The modern tourism and travel industry is fast-growing and highly competitive. For the earning of good profits and successful business results, there should be an accomplished way of doing things to build, motivate, lead, and manage teams. The accomplishment will ensure that leaders and their teams adapt to the fast-changing climate in the industry, transforming their organisations and their people while directing them towards the organisation's goals effectively – this shows that leadership and leadership theories and styles are crucial in the field of tourism, especially in ensuring team effectiveness and morale (Mullins and Dosser, 2013; Buchan and Huczynski, 2007). Great leadership can engage and inspire staff, creating an enthusiastic workforce that will deliver better success to the organisation. Every tourism organisation or establishment may need a different type of leadership for various purposes, requiring leaders to have adequate awareness of the different leadership styles in order to choose the most suitable style for their tourism organisations or establishments (Burns Jr, 2017). Still, choosing a leadership style that will keep employees' morale and team effectiveness high is paramount in the tourism industry because they are a key component in offering products and services to tourists. Assessing the impact of different leadership styles will provide insights that can be used to choose the most effective leadership style in fostering team effectiveness and employee morale.
In the world of management and organisational behaviour, there are several leadership theories that can be used in the tourism industry. The main leadership theories include the great man theory, the trait theory, the behavioural theory, the transactional or management theory, the transformation or relationship theory, and the situational leadership style. The great man leadership theory states that great leaders are born with the right personalities for leading (Nawaz and Khan, 2016; Dugan, 2024). This leadership has faced a lot of criticism because it implies that leadership abilities cannot be learned or developed. The trait theory states that certain natural qualities such as courage, confidence, intuition or charm have a high probability of creating good leaders. Some experts argue that this leadership theory is flawed because having natural leadership traits does not necessarily make an individual a good leader (Nawaz and Khan, 2016; Meuser et al., 2016; Joseph et al., 2015). The behavioural leadership theory explains that leadership can be learnt through conditions to foster certain behaviours that create a good leader (Nawaz and Khan, 2016). This theory posits the idea that anyone can be a leader if they behave the way good leaders behave, and these behaviours can be developed as a response to certain stimuli in the immediate external environment (Mullins, 2019; Boddy, 2017). The transactional or management leadership theory states that an effective leadership style entails a system made of rewards and punishment or penalties (Purwanti et al., 2020; Boddy, 2017). This theory views effective leadership as structured and result-focused. This leadership uses rewards to encourage behaviours that allow the team to meet its goals and objectives and penalties or punishment to discourage behaviours that do not contribute to the team's overall goals – it strikes a balance between negative and positive reinforcement (Young et al., 2021). Leaders who apply this leadership theory focus on results and performance, which can cause them to overlook other factors of the team, such as morale and engagement. Transformational leadership (also called relationship theory) asserts that good leadership results from creating and cultivating good relationships between leaders and their teams (El Zein and Abdo, 2024). Experts report that leaders who apply this leadership style motivate and inspire passion and enthusiasm in the teams, setting the stage for high-performance workplaces. The transformational leadership style is also known to promote collaboration, communication, and efficient delegation (El Zein and Abdo, 2024; Mullins, 2019). The last major leadership theory is situational leadership theory, which claims that there is 'no best leadership style' because the best leaders are the ones with the ability to adapt their leadership style based on the situation at hand. Under situational leadership theory, the best leaders are defined by flexibility and adaptability.
	Among the above leadership styles or theories, the transformational leadership style is the most suitable style in the tourism and travel industry. The available literature shows that the transformational leadership style is effective in creating a positive workplace culture, maximising productivity and efficiency, and motivating followers, which are useful in building efficient teams and enhancing employee morale (El Zein and Abdo, 2024; Adriana et al., 2018). Nevertheless, leaders should be careful to avoid pitfalls when applying this leadership style in tourism because it has its pros and cons. The biggest pro of transformational leadership is that it promotes morale because this leadership style focuses on improving employee motivation, which encourages employees to be more productive and engaged to achieve or exceed their goals (Lin et al., 2022). The employee feels more fulfilled by their work, increasing their input towards the roles and duties in the organisation. Transformational leadership encourages employees and their managers to focus on the tasks at hand while working in the best interest of the team, which fosters cohesion among the team members to build an environment where communication and collaboration are valued. Transformational leadership encourages professional growth and development by motivating team members to continually build their skills and take up new roles. This builds their professional abilities and creates highly efficient teams (Kim et al., 2023). Transformational leadership increases employee loyalty because they feel value in the organisation and are presented with vast growth opportunities. The result is increased employee retention, which allows the organisation to create and nurture adequate talent that can be leveraged to ensure efficiency and operational excellence (Yamin, 2020). Transformational leadership eases transitions in business organisations, increasing the efficiency of their change management practices (Kim et al., 2023). This type of leadership provides employees with the necessary support during change or transitions, leading to more flexibility among the employees – this is highly beneficial in fast-changing industries like tourism. 
	On the other hand, the cons of transformational leadership include long-term prioritisation over short-term goals, potential burnouts, slow decision-making, and complex communication channels. Transformational leadership emphasises the long-term goals of the team or the organisation, which could limit a balance between goals and the immediate strategy that is needed to achieve those goals (this can limit the team's ability to achieve short-term goals. Transformational leadership encourages employees to invest in their learning and development while still working on their daily duties and roles within the organisation (Kim et al., 2024). This balancing between learning activities and work activities is very demanding and increases the potential for burnout. It also bears a negative impact on work-life balance, which is a vital motivator in the modern workplace (Johari et al., 2018; Jackson and Fransman, 2018). Transformational leadership faces an issue of slow decision-making, especially during change and transition, because it tends to involve all the members of a work team. It takes a long time to ensure adequate participation, which is not practical in fast-changing industries like tourism. Transformational leadership requires a leader to maintain constant communication with all the team members. Maintaining these many communication channels can be challenging to the leaders and can divert their attention from their actual responsibilities. It also requires leaders to have open communication policies, which can result in undefined communication channels, leading to communication inefficiency in the team. Because of this con, transformational leadership may be effective in leading small teams but limited in leading large organisations.
The application of transformational leadership in the tourism industry (especially in hotel management) has shown that this leadership style can put organisations on the path to building and motivating effective teams. The case study of Haitham Mattar's application of transformational leadership at IHG Hotels and Resorts can be used to demonstrate how this leadership can build high-performing and motivated teams in the real world. Haitham Mattar leads the group's EMEA region, and he states that his vision as a transformational leader is to deliver value to his team, partners and owners to grow the business while maintaining IHG's legacy (Ghantous, 2022). Transformational leadership has helped Mattar build a collaborative team that has helped the hotel navigate the challenges facing the hotel group in the IMEA region alongside the recent COVID-19 pandemic. This demonstrates the application of transformational leadership in encouraging passion and promoting motivation in the workplace. Mattar reports that his team and he are working not only on how the organisation grows but also on how the team members grow. Mattar demonstrates transformational leadership by showing a keen interest in his team's growth and development – the pros and cons evaluation shows that transformational leadership puts employee growth and development at the forefront. This increases employee loyalty by a great deal, allowing the organisation to attract and retain top talent that can be leveraged to build a competitive edge in the highly competitive hotel industry. This loyalty is echoed in Mattar's description of what the immediate future looks like through the hotel's Journey to Tomorrow 2030 when he says their goal is 'to help shape the future of responsible travel together with those who stay, work, and partner with us' (Ghantous, 2022). His statement shows the long-term prioritisation of transformational leadership and how it allows leaders to build effective teams (in the case study, Mattar's idea efforts for the Journey to Tomorrow 2030 are centred on people who would stay with the organisation for 8 years between 2022 and 2030). The transformational leadership approach to employee growth and development is also reflected in Mattar's claims that he and the IGH group have a strong talent agenda, with a keen eye on hiring and developing talent to ensure that IHG Hotels and Resorts' staff have the skills needed to deliver authentic guest experiences.

"The company is complementing its KSA plans with a strong talent agenda, with a keen eye on hiring and developing Saudi talent to ensure that the company delivers authentic Saudi guest experiences…" (Ghantous, 2022).

The IHG Resorts and Hotels case study shows that transformational leadership can be applied in hotel management to create effective teams and enhance employee morale by defining clear vision and goals, encouraging professional development, and encouraging passion, which in turn increase talent retention and employee motivation while upskilling them. Transformational leadership ensures that employees have the skills they need to do their jobs and pushes them to apply these skills by creating, increasing, and inspiring the interest of the subordinates in making meaningful contributions to contribute to the overall goals and vision. Transformational leaders provide the support and resources that the subordinates need to complete their roles and upskill their talent. This support enhances their morale, commitment, and satisfaction. Transformational leaders also seek employee input in some business activities. Employee contribution can help them achieve self-actualisation and belonging in Maslow's hierarchy of human needs, as well as increase their job satisfaction and motivation Gawel., 2019; Jonas, 2016). Thus, transformational leadership is a critical tool in team effectiveness and motivation in the tourism sector.
In the tourism industry, leaders need to be able to create effective teams and ensure their employee's morale remains high. Their ability to achieve this will depend on their level of understanding of the major leadership theories, including the great man theory, the trait theory, the behavioural theory, the transactional or management theory, the transformation or relationship theory, and the situational leadership style, and when to use each one of them. While leaders can choose any of these styles, the most appropriate style for the tourism industry and hotel management, as exemplified by the IHG Hotels and Resorts, is the transformational leadership style. In the case study, this style has proved to have a significant impact on effectiveness on morale and effectiveness because it fosters growth, commitment, motivation, growth and development, and talent retention while keeping employee satisfaction and morale high.
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