IMPACT OF LEADERHSIP STYLES ON EMPLOYEE MORAL AND TEAM EFFECTIVENESS IN HOSPITALITY INDUSTRY











NAME OF STUDENT: MADALINA DUTA
STUDENT ID:2218871
LECTURER: JESSICA NEWPORT
MODULE CODE AND NAME:  BMIH5004 MANAGEMENT AND ORGANISITIONAL BEHAVIOUR






I confirm that I have used Al tools for research only.


1

	Leadership is defined as the ability and skill of an individual to influence the actions or decisions of others by encouraging them to act way. For managing individual employees as well as organisational team’s leaders play a key role (Mullins, 2024). Choice of appropriate leadership style and approach not only affects the way in which individuals or team interact with each other, but it also has long lasting impact on moral and engagement of employees (Fries, Kammerlander and Leitterstorf, 2021). Thus, team and individual performance greatly depends upon type of leadership style. This essay will evaluate the extent to which different leadership styles can influence team efficiency and moral of employees. For this purpose, essay will also consider various examples from hotel and hospitality industry. 
	Leadership is known as approach to influence the behaviour of others in a way such that they enthusiastically and willingly strive to achieve specific objectives. Thus, leaders must have traits or characteristics to maintain good interpersonal relations with their team members so that they can be encouraged or motivated to achieve organisational goals (Piwowar-Sulej and Iqbal, 2023). Successful leaders can drive growth of organisation as well as sustainable employee performance by recognising their strengths and weakness. 
	In addition to inspiring and motivating other leaders also develop clear vision and direction so that a creative and productive work environment for team members can be created. According to Great man theory of leadership, leaders have innate characteristics or quality from birth, which makes them exception (Asgari, Mezginejad and Taherpour, 2020). Thus, theory emphasises that leadership is not developed through experience or education and instead it is in build from the birth. The theory also suggests that key leadership traits are charisma, decision making intelligence and courage (Fischer and Sitkin, 2023). Theory also has assumption that great leaders can also evolve when their need is higher. Thus, specific social, economic and historical situations can also encourage individuals to lead others. 
	On the other hand, contingency theory of leadership state that no single leadership is best instead best leadership is determined by various environmental factors (Elkhwesky et.al., 2022). Also, effective leadership is not shaped by only qualities but also by proper balance of needs, situational context and behaviour. As flip side of great man theory, behavioural theory of leadership elucidate that great leaders are not born instead they are developed or prepared (Jamali et.al., 2022). This theory also emphasises that leadership influences are result of actions of leaders not of their internal states or mental qualities so leaders can be developed through training and learning. 
	As per transaction theory leaders must emphasis upon hierarchy to boost the effectiveness of organisation (Zia et.al., 2022). Thus, as transactional leaders, individuals used to have detailed control and monitoring on staff members so that it can be assured that they are given suitable rewards or disciplinary actions based on their goal accomplishment results. 
	Transformational leadership style is most preferred and selected approach which can best fit to improve employee morale and team dynamics. To improve individual performance transformational leader’s uses strategies like employee motivation, feedback, coaching and mentoring so that their engagement with every team member can be improved (Rabiul and Yean, 2021). These leaders also ensure that team conflicts and interpersonal or cultural differences are resolved so that overall team unity can be improved, and individuals are also satisfied about their growth or role in team. 
Pros and cons of transformational leadership style: Transformational leaders always prioritise employee motivation and engagement so that overall efficiency and productivity can be increased. For this purpose, this type of leaders uses motivational approaches like bonus and incentive as well as appreciation. Regular encouragement from leaders also helps in maintain workplace integrity which are crucial for high performing teams. By setting transformational leaders always treat their employees with honesty, equality and fairness by maintaining an open communication path. 
	Transformation leadership style improves employee motivation and loyalty. However, despite several benefits transformational leaders fail to manage short term goals. The strategies used by transformational leaders are more oriented towards long term goals. Though transformational approach is flexible but still it is required that this type of leaders must adopt more balanced approach to accomplish short term objectives so that project milestones can be completed in more organised and structured way. Transformational leaders promise good employee motivation but at the same time they may also require coping up with challenge of maintain work life balance. 
	 Regular encouragement and motivation can boost employee productivity but greater emphasis on professional balance can minimise the possibilities of employee burnout. Another disadvantage of transformational approach is that it needs continuous communication and is often slow in terms of decision making. For leaders it can be extremely challenging to fulfil their multiple roles along with this necessity to continue communicate. For small teams it can be feasible to regularly interact or give feedback but with large hospitality brands it becomes less practical and feasible. 

	Hospitality organisations like Hilton hotel incorporates various leadership programs to ensure that its leaders follow most suitable leadership styles as each style has different impact upon team performance and individual behaviour (Alblooshi, Shamsuzzaman and Haridy, 2021). Some of the most preferred leadership styles which are employed in hospitality industry are:
Democratic or participative leader’s most common leadership style preferred by majority of hospitality organisations. In hospitality industry it is required that team members must have good coordination and communication with each other’s as well as with customers. Thus, even for making any crucial decision participation of several individuals is essential (Gui et.al., 2020). To make employees learn this aspect participative leaders also engage with team to conclude any decision. 
	With democratic leaders it is very easy for team members to express creativity, concerns and conflicts which affect performance. Democratic style is one of the effective leadership styles as it makes every employee feel empowered and valued because their opinion is also considered in decision making process (Alheet et.al., 2021). As a result, with this type of leader’s organisation can easily maintain high retention rates. However, leadership role is not only limited to employee or team management instead they must also achieve business goal (Wang and Xie, 2020). 
	As democratic leaders prefer equal participation of all employees it can be difficult for hotels to use this leadership style in situations where quick actions are required (Al Amiri, Rahima and Ahmed, 2020). For instance, after pandemic hospitality organisations like Starbucks and Nando’’s was forced to strictly adopt safety measures and changes in communication policies with guest so that safety can be assured. In such crisis it was expected that leaders must be very quick to respond (Rabiul and Yean, 2021). 
	For participative leaders it may not be possible to take instant or quick decisions. Also, those employees who does not perform well or who have poor satisfaction and team performance does not get any advantage of participative leaders because this type of leaders have focus on only collectively and thus individual concerns or improvement areas are often neglected. This can be harmful for the hospitality organizations which aim at improving individual performance of employees (Abbas and Ali, 2023). In this extreme competitive era, many organisations such as Airbnb have achieved success only because their leaders were very quick in identifying business opportunities and to reach quickly. For gaining competitive advantage leaders must be very prompt and quick in decision making. Participative leaders may fail to respond quickly and to grab business opportunities. 
Certain teams which have highly experienced and talented professionals do not need leaders for guidance. For such teams Laissez fair style can be good choice. These leaders give complete autonomy to team members so that as an individual employee they can develop skills or take decisions which are good for organisation or team goals. However, it is not possible that every individual is self-motivated and thus it is usually considered as least productive style (Budur, 2020). 
	For large companies like Hilton or Marriot where recruitment and training is extremely goal oriented this leadership may fit for some goals until employees does not feel burn out. However, for low budget organisations like Travelodge which are struggling to survive industry competition staff retention is average. Thus, with every team development it is required that team members must be motivated and trained (Magbity, Ofei and Wilson, 2020). In such situation where hospitality staff needs development or inspiration to grow Laissez Faire approach may not be suitable because with this approach leaders shift majority of responsibilities to team members who may not be capable enough to take in charge of organisational or self-development. 
	Under Laissez faire style employees may feel that they are not being supported by leader and organisation is not providing them proper training or guidance and they are simply left along to tackle crisis. This can make employees struggle to even solve minor issues which can be easily solved by simple leadership engagement (Megawaty, Hamdat and Aida, 2022). Contrary to this for any new start up hospitality business this style may go well in the beginning as new team can come up with autonomy and creativity to experiment different ideas (Rivaldo, 2021). 
Autocratic type of leaders is highly focused upon strict deadlines, results and efficiency. They simply inform task and expectations to team members and expect that best performance must be obtained (Hoang et.al., 2021). However, their communication and engagement with team members is negligible. In hospitality industry nature of services and operations kept on changing and thus it is very important that there must be regular communication between leaders and employees. Autocratic leaders rarely engage with team members and held all responsibility to make decisions at their end only (Elkhwesky et.al., 2022). Though this type of leaders is self-motivated, confident and very strict about work expectations, but it may not fit well into all situations. For instance, Hilton hotel is a leading hospitality brand and organisation provides services to customers from different segments and expectations. 
	When company is expected to deal with some immediate crisis such as conflict between team members or poor-quality issues then in such cases autocratic style can fit suitable (Ramos-Maçães and Román-Portas, 2022). However, in other majority of cases it may not fit well. High team performance can be fostered only if employees are regularly encouraged by leaders; even if they have performance gaps then leaders must motivate and assist them in overcoming such gaps. Contrary to this autocratic leader follow strict supervision and thus their lack of support can make employees feel de-motivated and it can have adverse impact on their retention (Herbert et.al., 2021). 
	In cases when hospitality organisations expect team support or engagement then there is need of leaders who are not just creative but who also understand expectations of employees so that they can be engaged in the process equally (Dastane, 2020). For instance, after pandemic hospitality companies like Hilton hotel paid greater focus on digital transformation. If its leaders simply order team members to adopt digital tools, then it can create huge blunder as team members may either fail to integrate with change or they may show resistance towards this dictatorial attitude. In such cases there is need of leaders who can communicate and clarify team members about importance of digital change and can equally coordinate with team to embrace the change. This makes it very convenient to overcome change resistance as well as to easily implement change within organisation (Huertas-Valdivia, González-Torres and Nájera-Sánchez, 2022). 
Transformational leadership: Another preferred style which is effective in terms of improving employee performance and confidence is transformational style. These leaders not only focus on achieving profits but also take charge to boost employee development (Huertas-Valdivia et.al., 2021). Transformational style also help organisation to leverage benefit of everyone’s capability (Rabiul et.al., 2022). Though this leadership style is known to be best approach for aligning employee development and organisational profit goals, but this can make employees feel pressurised. For example, during peak tourism seasons when hospitality organisations are fully booked, and hotels are required to undergo excessive work pressure. In such cases team members may feel that though their leader is participating with them to achieve goal and learning but it makes them feel exhausted (Alblooshi, Shamsuzzaman and Haridy, 2021). To overcome this situation, leader also uses high remunerations and measures like workplace flexibility to reduce employee stress and to retain them for long term.
Transactional leadership: During workload it becomes very hectic and stressful for hospitality staff members to achieve their targets. Further unpredictable and dynamic customer preferences across hospitality services make it difficult for employees to meet leadership expectations (Belias et.al., 2022). In such cases hospitality leaders adopt transactional approach in which leaders are rewarded with monetary compensations on achievement of goals. Though it is best style to survive in situations where hospitality companies expect best possible outcomes and healthy competition within teams, but this may discourage innovation and creativity as well as emotional needs of employees (Albejaidi, Kundi and Mughal, 2020). Employees may not connect emotionally with leaders or organisation and their solely focus on only remunerations can also increases their vulnerability to switch organisations. 
	From the above evaluation it can be concluded that no single leadership style can be considered as best approach for encouraging high performing teams. Instead, choice of leadership style depends upon unique hospitality requirements, situations and capabilities of team members. It has been also analysed that communication and participation of leaders affect the way in which individuals or team members perceive them in organisation and how they dedicate their capabilities for growth of hospitality firms. Thus, it is crucial that leaders must regularly assess the suitability of different styles which can best fit the situation and needs of its employees. It will contribute to sustainable growth and competitive advantage for the hospitality organisations which are often unpredictable due to changing customer preferences.  
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