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Assess the impact of different leadership styles on team effectiveness and employee morale in the hospitality industry.
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Contemporary literature has several explanations, classifications, theories, and definitions of leadership. Significant efforts have been undertaken to identify and clarify the many elements of active leadership, which has resulted in extensive organisational and social study into leadership styles and behaviours. Many academics and practitioners agree that the evolution of thought throughout time has led to the view that leadership is a fluid developmental process, with each new piece of study building on the preceding one rather than completely rejecting it. The twentieth century saw the emergence of key ideas such as the Great Man Theory, Trait Theory, Process Leadership Theory, Style Theory, and Behavioral Theory.
Thomas Carlyle was the first to suggest the 'great man' hypothesis. The 'great man' thesis was put forth without regard to gender concerns. The concept of a great woman was typically associated with fields other than leadership, and the majority of leaders were men. Concerns regarding androcentric bias were not realized because the majority of researchers were men. History, it was said, was made up entirely of tales of great men. Although there is undoubtedly a lot about individuals and life in general, a large portion of it is undoubtedly biased (Changing Minds, 2022).
Douglas McGregor distinguished between the two systems' underlying assumptions about human motivation in his well-known "Theory X and Theory Y." First, Theory X makes the assumption that people detest their jobs and need to be forced to comply with company objectives. Furthermore, the majority of people would rather be handled in this manner in order to escape accountability. The second, Theory Y, which focuses on goal integration, highlights the natural curiosity of the average person in their work, their drive for autonomy and accountability, and their capacity for innovative problem-solving in business (John J. Morse, 1970).
One more model is the Leader-member exchange theory, which was initially developed in 1975. This theory proposes that a leader and certain members have a special relationship because of the time pressure that they are under. The leader and certain members form a special relationship, and the group that form this relationship is referred to as the in-group. Members who are not a part of this group are referred to as the out-group. The employees give members of the in-group preferential treatment in comparison to members of the out-group. This is because the in-group is considered to be more trustworthy. The quality of the relationships that exist between a leader and their subordinates is the primary focus of the theory of managers and members. According to Megheirkouni (2019), the manager is responsible for forming two distinct sorts of groups depending on the relationships that exist between them.
For the purpose of this essay, the leadership style that has been chosen is transactional leadership.
Transactional management is a form of management that is goal-oriented and places an emphasis on structure and order. The creation of incentives for employees to finish their tasks on time in order to avoid penalties or get bonuses is a result of this. According to Saphonia Lanier (2023), it is an excellent choice for fast-paced situations, such as those seen in manufacturing or shipping industries, where meeting deadlines is of the utmost importance.
A clearly defined trade between the manager and the employee is at the heart of relationship-based leadership, also known as transactional leadership. When an employee performs a variety of behaviours that result in a variety of outcomes, the rewards or punishments that they receive are determined by a framework of rules and norms. Both the employee and the management stand to gain from the same conclusion at the end of the day: the employee is paid for good performance, and the manager benefits from strong output (Carl Lindberg, 2022).
Transactional leadership, like any other style of leadership, has both positive and negative aspects to consider whenever it is implemented. There are a number of clear potential benefits associated with transactional leadership, including clarity and efficiency. A clear understanding of how they operate is possessed by transactional managers. When employees do well, they are rewarded, and when they do not perform well, they are responsible for penalties. This is a terrific opportunity for employees who are willing to put in a lot of effort and who are skilled in their work. Additionally, it fosters a feeling of fairness because, according to Mark Murphy (2019), the more effort you put in, the more you will be rewarded for it.
Research conducted by Shamir (1993) has demonstrated that the upkeep of one's self-esteem is a significant and widespread societal requirement. These leaders are self-assured, they have the ability to influence their followers through consistent communication, they position themselves as role models, and they urge their followers to "achieve the organization's mission and goals."
It is important to note that transactional leadership is not without its substantial drawbacks. One group of people is driven by prizes, whereas another group is not. Putting an excessive amount of emphasis on a strategy that provides real incentives to get things done does not result in increased employee loyalty. An employee is more likely to pursue better chances outside of the company if there are alternatives available to them (MacGregor Bums, 2003). This is because if the sole reason to remain with an organization is the possibility of earning a reward then the employee is more inclined to leave the business.
Furthermore, creativity is discouraged since transactional leaders are more similar to bureaucratic leaders in that they adhere to clearly stated objectives and processes. Consideration of unconventional ideas is discouraged. The employees' creativity is stifled as a result of this, and they are compelled to work inside a defined framework. According to Jake Jorgovan's research from 2022, businesses that have strong transactional leadership are generally not adept at adapting to change.
The purpose of the study titled "Transactional Leadership Behaviour and Workers Emotional Labour in the Nigerian Hospitality Industry" was to investigate the impact that transactional leadership behavior has on the emotional labor that is performed by employees working in the Nigerian hospitality industry. For this study, a survey with a cross-sectional design was carried out. An interview was conducted with two hundred sixty-five employees from twenty different four-star hotels in Abakaliki. The total number of employees interviewed was one hundred and fifty-five, which represents the sample size. The instrument that was utilized for the purpose of data collection was a questionnaire. In order to ascertain the reliability of the instrument, the Cronbach α coefficient was employed. Based on the findings of the study, it was discovered that the dimensions of transactional leadership behavior have a positive and significant influence on the measurements of emotional labor performed by employees working in the hospitality industry and in Nigeria. According to the findings of the study, the emotional labor of employees in the Nigerian hotel sector is increased by transactional leadership behaviors that are measured by the characteristics of transactional leadership behaviours. These behaviours include contingent rewards and active exception management. This study proposes that hospitality practitioners and managers should use transactional leadership behavior to influence their team by rewarding them for their performance and effectiveness (IUJ, 2020). This recommendation comes from the United International Journal of Hospitality.
It was emphasized by McShane and Von Glinow (2018) that transactional leadership assists businesses in accomplishing their current objectives in a more effective manner. This may be accomplished, for instance, by tying the performance of the company to the income it generates and by ensuring that staff have access to the resources they require to complete their tasks.
The purpose of this essay is to demonstrate that the emotional labour of employees in the Nigerian hotel business is increased by transactional leadership behaviour, as assessed by the dimensions of transactional leadership behaviour. These aspects include contingent compensation and active management by exception. The conclusion that can be drawn from this research is that hospitality professionals and managers should adopt transactional leadership behaviour in order to exert influence over their staff members by providing them with rewards based on their performance and effectiveness. According to Robbins, Judge, and Sanghi (2009), this will help to ensure the long-term viability of the hotel business in Nigeria as well as in other markets throughout the world.
Varying leadership styles can result in varying organizational performance (some styles are connected with positive performance, while others are associated with poor performance), and they can also have different effects on the rates of employee turnover and the level of commitment shown by employees to the organization. The hotel industry is a highly competitive sector that is characterized by high seasonality and turnover rates from employee to employee.
Moreover, it has been demonstrated that the hospitality industry is influenced by a variety of leadership styles, each of which has an effect on the operation of the organization. Studies have demonstrated that certain leadership styles, such as transformational leadership, which encompasses aspects such as idealized influence and inspirational motivation, have a large and favourable impact on the performance of employees.
Studies that have focused on the hospitality industry have demonstrated that the leadership style that is utilized by managers has a substantial relationship to the level of job satisfaction that hotel employees experience (Huang et al., 2016; Munir & Iqbal, 2018). It has been noted in the research that leadership is one of the most important factors that contributes to the level of job satisfaction experienced by employees. In point of fact, this is a circumstance that is to be anticipated because leaders have the ability to utilize their managerial skills to exert influence over their subordinates and mould their attitudes and behaviours. As a consequence of this, the utilization of an appropriate leadership style, which is a significant factor in determining job happiness, would result in an increase in the efficiency of the hospitality industry while simultaneously raising the level of job satisfaction experienced by the employees (Erkutlu, 2008).
According to Kara et al. (2013), leadership styles in the hospitality industry are more significant than those in other industries. This is due to the fact that unanticipated outcomes of leadership styles can have an impact on the quality of service provided, which in turn can affect consumer loyalty. In this sense, managers are responsible for providing employees with direction and assistance (Ashton, 2018). In light of this, it is essential to have a solid awareness of the impact that the leader in the hotel business possesses in order to achieve a competitive advantage through the efficient management of personnel.
According to Skogstad et al. (2015) transformational leadership is the most researched leadership style in terms of its impact on the motivation, well-being, and business attitudes of employees. This style of leadership aligns with the organization's goals and strategies, and it is unquestionably the most aligned with the literature. There is a correlation between the success of a transformational leader and the degree to which followers develop their own leadership potential and skills, as stated by Bass (Bass & Avolio, 1990). The success of a transformational leader is indicated by their ability to raise performance results in the hotel indystry.
It was discovered that leaders in the hotel business who adopted a laissez-faire approach were often absent when they were required to do so. The leaders of the laissez-faire approach did not participate in the decision-making process and did not become involved when significant problems arose. In addition, it was showed that those leaders delayed their responses to questions that were classified as urgent (Avolio & Bass, 1995, 2000, 2004). One opposing viewpoint, on the other hand, asserts that this kind of hands-off leadership is extremely beneficial for followers who are highly talented, highly driven, and have a demonstrated history of excelling in their respective fields (Lewin, Lippitt, & White, 1939). Consequently, in order to demonstrate this, the following hypothesis has been presented: Within the hospitality business, a laissez-faire approach has a good correlation with employee retention.
It was found that both transformational and laissez-faire management styles had a considerable positive impact on the performance of employees, as indicated by the outcomes of the research. In comparison to the laissez-faire approach, the transformational approach is considered to be more impactful and relevant to the situation. The transactional leadership style, on the other hand, was found to have a detrimental impact on the performance of the workforce.
In addition, with regard to the primary purpose of the essay, it is possible to draw the conclusion that the leadership style that is utilized can either have a favorable or bad impact on the performance of employees. The results of this essay are in agreement with the findings of Jeremy et al. (2012), who found that different leadership styles had an effect on the performance of employees. Taking into account the consequences and the conclusion that was reached, it is clear that all individuals who hold managerial positions in the hotel business are able to readily recognize and implement a successful style of leadership that tackles the knowledge gap.
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