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The purpose of this essay is to examine hospitality leadership styles' impact on team performance and morale. Psicosmart.com (2024) reports 21% higher profits for engaged workers. Leadership impacts organisational culture and job happiness. A multinational hotel chain manager used transformational leadership to boost employee satisfaction by 30% in six months. The success tale shows how leadership encourages workers. Hospitality leadership matters more than other industries due to high turnover and client service. Due to labour shortages and changing customer expectations, leadership diversity is essential. Methods affect morale, teamwork, service quality, and company performance. Transactional leadership, McGregor's Theory X and Y, and Blake and Mouton's Managerial Grid will be discussed. It will examine how different approaches affect UK hotel management team dynamics and employee satisfaction using case studies. These attributes will help hospitality leaders improve culture and teamwork. 
Leadership theories have the ability to explain how leaders affect teams and organisations. Each paradigm highlights leadership behaviours and motivations. This section introduces and applies popular leadership philosophies (Baig et al., 2019). Transactional leaders engage followers. In this leadership style, rewards and penalties encourage compliance. This method enhances productivity and short-term success but rarely inspires creativity and innovation. Extrinsic rewards may inspire workers more than intrinsic ones, lowering job satisfaction. The McGregor Theory X and Y compare employee incentive theories (Mullins, 2019). Theory X claims workers are lazy and need constant supervision. Workers seek fulfilment, responsibility, and self-motivation, says Theory Y. Leaders of Theory Y promote teamwork and culture. 
The Blake and Mouton Managerial Grid analyses leadership on people and production. The five leadership styles in this approach are poverty (low concern for people and production), task (high production, low people concern), middle-of-the-road (moderate concern for both), country club (high people concern, low output), and team (Dastane, 2020). Collaboration, employee satisfaction, and productivity are best with team management. The Action Centred Leadership (ACL) strategy prioritises tasks, teams, and individuals. Our worldview believes great leaders balance these elements. Leaders who prioritise, foster teamwork, and promote personal growth can boost performance. Leadership styles for Lewin include authoritarian, democratic, and laissez-faire. Autocratic executives lead teams but make decisions alone. This method accelerates decision-making but limits creativity and employee input (Mullins and Dossor, 2013). Democratic leaders promote collaboration and ownership. These methods boost morale and dedication but inhibit decision-making. Worker autonomy under laissez-faire bosses. Empowered team members may lack direction and accountability. Strong leaders are innate, according to the Great Man Theory. That great leaders are predetermined and born, not made. History has been criticised for ignoring context, environment, and learning on leadership performance. Transformational leadership motivates others. Transformational leaders inspire trust and collaboration with a compelling future. Personal and professional growth boosts teamwork. Research suggests transformative leaders improve employee satisfaction and performance. Servant leaders serve their teams. It prioritises team member development and well-being. Active servant leaders motivate and collaborate (Dastane, 2020). This leadership style boosts morale, organisation, and teamwork in hospitality.  Situational leadership is effective because of circumstances. Hersey and Blanchard say leaders should adapt to team members' skills. Based on team dynamics and individual requirements, leaders may be directive or supportive. This flexibility lets leaders strengthen teamwork. Each leadership theory shows leadership's complexity and impact on teamwork and efficiency. Understanding these theories can help hospitality leaders improve morale, productivity, and success (Baig et al., 2019). Recognising leadership types and their consequences can help hospitality professionals address problems and build a healthy workplace for staff and consumers. 
Team growth is valued under servant leadership which has pros and cons. Human-intensive sectors like UK hotels favour this leadership approach over authority and control. Servant leadership improves teamwork and morale. Its limitations may reduce its efficacy (Ruiz et al., 2019). Servant leadership can boost staff morale. Servant leaders focus on employee needs and advancement to build a valuable environment. This leadership style fosters loyalty and belonging, increasing job satisfaction and commitment. Motivated and engaged staff can improve UK hotel customer service. Exclusive Hotels Managing Director Danny Pecorelli leads this way (Pawar et al., 2020). His emphasis on employee well-being and career advancement has enhanced hotel customer service and retention. Servant leadership empowers employees to take charge and ensure company success. Teamwork grows with servant leadership. Teamwork, open communication, and responsibility are servant-leader values. This leadership style promotes workplace integration through teamwork. Servant leadership may improve UK hotel teamwork and guest experiences. Robin Hutson of Pig Hotels uses this method to establish harmonious teams (Mcquade, Harrison and Tarbert, 2021). The helpful and heard culture at Hutson enhances productivity and harmony. Hotels need quick problem-solving and teamwork to satisfy guests, making this collaborative workplace useful. 
However, servant leadership is limited. Slow decision-making is problematic. Servant leaders may prioritise consensus-building and individual issues over team demands, delaying business choices. A leadership style that encourages lengthy deliberation may not work in the fast-paced UK hotel industry, as clients and operations need immediate responses (Setyaningrum and Setyaningrum, 2017). Danny Pecorelli has effectively integrated servant leadership in his organisations, while others may struggle to balance employee demands with quick decision-making. Overreliance on the leader can result from servant leadership. Team members can become dependent on leaders rather than problem-solvers by continually leading and assisting. This dependency may limit team autonomy and initiative, which are essential in the changing hotel sector (Langhof and Güldenberg, 2020). Hotel staff must be able to make quick judgements to handle unexpected difficulties. A servant leader who always helps may hamper team members' leadership and decision-making. Robin Hutson balances worker help with freedom and servant leadership to mitigate this risk. In top-down crises, servant leadership may fail. In the uncertain hotel sector, guest complaints, personnel shortages, and operational concerns require prompt and clear directives (Hoang et al., 2021). Servant leadership inclusion and collaboration may delay and intensify the situation. Servant leadership is supportive, but it fails when problems necessitate swift, decisive judgements to solve them and preserve service standards. This constraint helps hospitality leaders adjust. 
Finally, servant leadership improves UK hotel staff morale and teamwork. In a customer-focused industry, Danny Pecorelli and Robin Hutson have shown how this leadership style can motivate and collaborate (Zhou, Gul and Tufail, 2022). Servant leadership has drawbacks like decision-making efficiency, employee dependence, and crisis suitability. Serve leadership can make a workplace friendly, but it may need additional types. Leadership styles can ensure a hotel's success or failure. Training and promotion are encouraged by management. This technique produces great customer service and employee satisfaction. When valued and driven, employees go above and beyond to give guests great experiences, creating loyalty and repeat business (Amin et al., 2017). Hoxton's revolutionary leadership supports innovation by letting personnel explore guest experience enhancements. This inclusive strategy has personalised guest services and community participation activities that represent the brand's values and make visitors happy. Democratic leadership is used in UK hotels, especially large chains that demand departmental collaboration (Solomon and Steyn, 2017). Hilton Hotels democratically engages staff in customer feedback and service development. Sharing ideas in team meetings and brainstorming sessions boost employee ownership and accountability. This technique boosts teamwork since employees feel their thoughts matter and helps the hotel succeed. Hilton staff morale and guest solutions improve with inclusion. Democratic leadership improves operational efficiency and visitor happiness by adding facilities and services through team conversations. 
Budget and economy hotels prioritise transactional leadership for efficiency and standards. Travelodge achieves KPIs through transactional leadership. This leadership approach works great for brand reputations that require consistency and protocol (Hewagama et al., 2019). Travelodge managers stress performance goals and reward achievement. It can boost production, but judging team members by their work may diminish morale. Transactional leadership may help handle busy seasons with structure and efficiency. Autocratic UK hospitality leadership is rare but possible in circumstances. Hotels made rapid choices and took safety procedures during COVID-19. Premier Inn leaders were more autocratic to enact changes quickly and meet health requirements. While effective during the crisis, this leadership style may not continue (Sarhan et al., 2020). Employees who cannot participate in decision-making after the crisis may feel undervalued and disengaged. To sustain worker morale and work culture, autocratic and other leadership styles must be balanced. UK hotel management leadership styles show the industry's complexity and diversity. Transformational and democratic leadership can boost boutique and luxury hotel morale and customer satisfaction. Budget hotels with high operational efficiency benefit from transactional leadership (Shamim, Cang and Yu, 2017). Autocratic leadership decreases employee participation yet is vital in emergencies. Overall, UK hotel management shows that great leadership is not one-size-fits-all. Leadership styles must be tailored to each hotel and staff to foster teamwork and customer satisfaction. UK hotel managers may encourage visitor and employee cooperation, innovation, and quality by recognising and adapting leadership styles. 
Leadership styles affect team performance and employee happiness in the dynamic UK hotel business. Each hotel management leadership style has pros and downsides (Kara et al., 2018). UK hotel teams and morale are affected by transformational, transactional, democratic, and authoritarian leadership. Effective leadership improves teams and employee satisfaction. Transformational leaders motivate workers. For instance, Cheval Collection offers luxury serviced apartments. Transformational leadership at Cheval Collection fosters employee relationships, open communication, and professional growth (Alheet et al., 2021). This method boosts engagement by making employees feel valued and empowered to grow the company. Training, workshops, and promotions boost workplace satisfaction. Transformational leaders motivate personnel to provide excellent guest experiences, enhancing brand loyalty and reputation. 
In stable operational settings, transactional leadership (structure, routine, and performance-based rewards) can increase team performance. The top UK budget hotel chain Premier Inn implements policies through transactional leadership (Amussah, 2020). Premier Inn management tracks KPIs and performance standards. This style improves operational efficiency and service homogeneity but may depress staff happiness if overemphasised. A lack of motivation can make workers feel like numbers. Transactional leadership can cause burnout and disengagement in high-pressure environments, especially if employees feel devalued. Democratic leadership fosters diversity and teamwork, improving employee happiness (Zhou, Gul and Tufail, 2022). The Hilton Garden Inn uses staff meetings and feedback for democratic leadership. Management encourages debate, decision-making, and speaking. Team ownership and commitment increase with interactivity. 
Motivated workers increase guest service. Democratic leadership encourages feedback loops to improve client experiences. In fast-paced situations, long speeches can hinder decision-making, therefore democratic leadership demands balance. Misused autocracy can harm teamwork and employee pleasure (Solomon and Steyn, 2017). It involves executives making decisions without team input. Under authoritarian rule, hotels like Travelodge made quick health and operational changes during the COVID-19 pandemic. Overuse of this strategy for emergency crisis management might generate a culture of fear and disengagement among staff. Devaluation and demotivation may increase staff turnover. Over time, authoritarian leadership makes employees reluctant to give feedback, hindering creativity and teamwork. UK hotel management leadership styles affect team effectiveness and employee happiness. Transformational and democratic leadership promote employee morale and engagement, improving guest experiences and performance (Shamim, Cang and Yu, 2017). Transactional leadership can boost production but lower employee satisfaction without acknowledgement and support. The use of autocratic leadership in emergencies should be limited to avoid team dynamics issues. Finally, UK hotel managers must grasp leadership styles to improve teamwork and workplace satisfaction (Sarhan et al., 2020). Flexible methods that match personnel needs and the hotel's environment can improve customer satisfaction. Hotel leaders may flourish in the competitive hospitality industry by encouraging collaboration, creativity, and empowerment. 
[bookmark: _GoBack]This essay found that leadership styles affect hospitality employee’s morale and team effectiveness. Democratic and transformational leadership improves job satisfaction, engagement, and loyalty. This technique encourages success and values people. Leadership that is transactional and authoritarian can reduce productivity, engagement, and turnover. UK hotel management guidelines require leaders to accommodate associates. Friendly, inclusive workplaces are essential in high-turnover, service sectors. Leadership must prioritise open communication, teamwork, and employee empowerment to improve performance. This research shows that effective leadership is not one-size-fits-all. Instead, team chemistry and employee-friendly activities are needed. Hospitality values leadership because it improves personnel satisfaction, operational efficiency, and client service. 
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