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[bookmark: _Toc183979177]Abstract
This study investigates the role and effectiveness of multidisciplinary teams (MDTs) in the UK’s hospitality sector, focusing on key factors such as leadership, diversity, and technology. A survey of 155 participants from various industries was conducted to explore the prevalence and impact of MDTs on innovation, customer experience, and organisational performance. The findings reveal that MDTs significantly contribute to enhancing innovation, driving operational improvements, and positioning independent hotels to compete more effectively in a dynamic market. This research makes a unique contribution by providing empirical evidence of how cross-functional collaboration can be leveraged as a strategic tool in the hospitality industry. The study’s practical implications emphasise the need for hotel managers to prioritise the integration of MDTs into their operations, offering actionable recommendations on leadership training, fostering diversity, and utilising technological tools to enhance team collaboration. This research lays the groundwork for future studies exploring MDTs in different sectors and provides a foundation for improving the competitive edge of independent hotels in an increasingly complex marketplace.
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1. [bookmark: _Toc183979180]Introduction
1.1 [bookmark: _Toc183979181]Background of Study

In recent years, the hospitality industry in the United Kingdom has become one of the most diverse and progressive industries (Lugosi & Jameson, 2017). The sector is all-important for the UK economy; it contributes largely to employment and revenues. Nevertheless, the elevated competition level, ordinary current competitors, and Internet projects such as Airbnb compelled independent hotel groups to consider innovative approaches to strengthen their positions and develop innovative advantages (Calinaud et al., 2021). As a result, more independent hotels are looking to establish multidisciplinary teams (MDTs) as a means of generating greater creativity and innovation, while effecting positive change on a company-wide level, and ultimately gaining a competitive edge (Dashper et al., 2022). These teams are usually formed from people from different professions, which should ensure that they have skills, knowledge, and attitudes that are key when solving problems and producing innovations (Eid & Agag, 2020). In this context, being "strategic" means that MDTs are intentionally structured and managed to maximise resource use, facilitate cross-functional communication, and drive continuous improvement. In the UK’s competitive hospitality market, strategic MDTs enable independent hotels and smaller chains to respond quickly to changing trends, innovate in service offerings, and differentiate from competitors without the extensive resources that larger chains typically have. These teams become functional and essential to achieving long-term growth and sustainability in the sector by combining strategic focus with multidisciplinary collaboration.
As will be discussed further, innovation is now not just a ‘luxury’ good that some ‘can afford’ to implement; the management of innovation has become an imperative in the hospitality sector because it is insistent on competition. Many independent hotel groups are relatively small-scale organisations compared to vast hotel chains and to provide a differentiated high-value client experience, independent hotel groups need to be smart in their ways. This makes innovation, especially in customer services, operation, and experience design important for their success (Kankam-Kwarteng et al., 2022). Innovative solutions suggest a way of how such ideas can be generated by cutting across the traditional narrow profession domains that are realized through multidisciplinary teams. For example, marketing groups can involve operational employees in the idea and design of entrant customer experiences, and vice versa, financial and HR teams may have to liaise on staffing various processes that deliver competitive advantage (Jones, 2020).
Thus, MDTs contribute to innovation in the hospitality industry by encouraging creativity and developing new ideas by combining perspectives (Noorda & Schlüter, 2024). When people from a particular field like marketing, finance, operation, or customer support come together into a team, each has their specialty. This diversity of thought is often held to be causing higher levels of creativity and discovery of ideas that may not be thought in more culturally similar teams (Van der Voet & Steijn, 2021). For instance, operational teams often goal is more efficient and leaner processes or costs, whereas marketing teams more often set goals that benefit consumers and boost customer engagement (Raval et al., 2020). This way by combining such perspectives independent hotel groups would be able to produce a number of solutions that are more holistic and creative all that is particularly important in view of the fact that competition within this industry has become quite intense (Ferraris et al., 2020).
Besides spurring innovation, MDTs play a huge role in increases the efficiency and the overall satisfaction of customers, these two facets are particularly important for independently operated hotel chains (Benarkuu & Katere, 2023). The analysis of literature has also demonstrated that integrated cross functional teams can integrate work processes, facilitate communication, and eliminate gaps in the where leading to better performance (Marion & Fixson, 2021). For example, enhanced understanding between the cleaning services and the reception staff allow for more efficient room turnovers and better cooperation between the marketing and customer relation departments would yield better accommodation services to the guests. This in return enhance customer satisfaction and customer loyalty which are long-run performance indicators for most firms in the hospitality sector (Sigala, 2020).
Further, MDTs can also assist independent hotel groups to manage more effectively the contingencies undermined by dynamic market opportunities and threats. The various forces that affect the hospitality sector include the economic environment, consumer environment, and technology environment. As a result of the consolidation of various disciplines, the multidisciplinary teams produce strategies that are much more adaptive and sustainable for the hotel groups to counter these challenges (Salem et al., 2023). For example, due to COVID-19, many independent hotels have had to change their operations quickly, while adopting new strategies, for example, providing for coworking spaces or advertised contactless services (Pillai et al., 2021). These innovations were facilitated by MDTs, which foster fast decision-making and cross-functional collaboration that many independent hotels had to employ to address new challenges (Baum et al., 2020).
However, in multi-disciplinary cooperation independent hotel groups encounter a number of challenges associated with managing and coordinating these teams. Among the challenges, it is rather probable that conflict may occur by virtue of profession discrepancy, departmental interests, and communication practices (Ntalakos et al., 2022). For instance, marketing will be much more concerned with the customer experience and image while operation will be more concerned with cost and productivity or output (Becker & Jaakkola, 2020). When not well coordinated, these differences create tension and thus hinder the functioning of the multidisciplinary team (Mitchell & Boyle, 2021). Further, the independent hotel groups which usually possess less capital in comparison to other large hotel chains may fail to create the favorable environment for interprofessional cooperation. This can comprise issues that concern communication and co-ordination between teams as well as knowledge transfer and decision-making (Ribaudo et al., 2020).
Considering these issues, this research intends to examine the potential and efficiency of using multiple discipline teams as a strategic advantage in innovation for competition in the independent hotel groups in the UK hospitality industry. Thus, understanding how those teams unleash creative potential and improve business processes will reveal factors that help independent hotel groups to benefit from multidisciplinary collaboration. Further, the research will compare and contrast the cases to assess the implications and strategies for better managing cross functional teams and in particular MDTs within the context of these hotel groups, as well as highlight the potential challenges that the latter may experience in the implementation and management of MDTs. Consequently, this study illuminates the value of employing multidisciplinary teams for the enhancement of competition in the hospitality segment and will offer valuable reference insights to managers of hotel firms who aim to strengthen their competitive standing in the market. 

1.2 [bookmark: _Toc183979182]Problem Statement
While large hotel chains are able to tap more on resources and workforce, hotel groups that are independent by nature are constrained financially and in workforce hence the need to fully harness what lies within (Wood, 2024). Among the precursors to consideration of organisation innovation and competitive advantage, the efficient utilisation of multidisciplinary teams (MDTs) is highlighted (Tran et al., 2022). On the one hand, cooperation of different fields and departments can foster innovation and lead to constant enhancement of organisational processes; on the other hand, numerous independent independent hotels fail to coordinate such teams (Rossoni et al., 2024). Lack of resources and overall, poor collaboration between different departments when managing multidisciplinary projects becomes factors that hamper the efficiency and effectiveness of such teams in delivering better solutions for their clients or big organisations (Hossain et al., 2021). The concept of MDT has been realised as a valuable resource that can foster innovation; however, there is a dearth of information regarding the effects of these teams on independent hotel groups in the UK hospitality industry (Paulussen, 2024). However, there is scarce information on how these hotel groups experience difficulties deploying multidisciplinary collaboration to boost customer satisfaction, firm performance, and competitiveness (Hult et al., 2022). Therefore, this research seeks to address these gaps by investigating the strategic role of multidisciplinary teams within independent hotel groups, examining both the benefits they bring and the barriers they encounter.

1.3 [bookmark: _Toc183979183]Aims & Objectives
This research explores the strategic role of multidisciplinary teams in driving innovation and achieving a competitive advantage within independent hotel groups in the UK’s hospitality sector. The following are the key objectives of the study:
1. To investigate how multidisciplinary teams within independent hotel groups foster innovation and creativity.
2. To examine the impact of multidisciplinary collaboration on operational efficiency and customer satisfaction in independent hotel groups.
3. To identify the key factors that enable independent hotel groups to leverage multidisciplinary teams for competitive advantage.
4. To evaluate the challenges faced by independent hotel groups in integrating and managing multidisciplinary teams for sustained innovation.

1.4 [bookmark: _Toc183979184]Research Question
· How do multidisciplinary teams within independent hotel groups drive innovation and contribute to gaining a competitive advantage in the UK’s hospitality sector?

1.5 [bookmark: _Toc183979185]Organisation of Thesis
This thesis is structured into five chapters that explore the strategic role of multidisciplinary teams (MDTs) in driving innovation and competitive advantage within the UK’s independent hotel groups.
· Chapter 1 introduces the research, outlining its context, significance, objectives, and questions. It sets the stage for investigating how MDTs can address the unique challenges faced by independent hotel groups compared to larger hotel chains.
· Chapter 2 reviews relevant literature on multidisciplinary teams, innovation, and competitive advantage in the hospitality sector. It highlights theoretical frameworks, models, and existing research to identify gaps this study aims to address.
· Chapter 3 details the research methodology, explaining the qualitative approach, data collection, and analysis methods. It justifies the focus on independent hotel groups and outlines ethical considerations and research limitations.
· Chapter 4 presents the research findings, analysing how MDTs contribute to innovation, operational efficiency, and competitive advantage. The results are discussed in line with the research objectives.
· Chapter 5 concludes the thesis by summarizing the findings, offering recommendations for hotel managers, and discussing the study’s contributions, limitations, and suggestions for future research.










2. [bookmark: _Toc183979186]Literature Review
[bookmark: _Toc183979187]Team Dynamics and Multidisciplinary Collaboration

There is always a visible and invisible aspect that defines the path that a team will follow when delivering its services. These dynamics define how teams operate, how the individuals within those teams communicate, and how teamwork can be managed to its optimum effectiveness (Golja & Paulišić, 2021). More challenging situations involve ever the MDTs, which are composed of broad specialties of workers who are professionals in their fields of specialty. Managing team dynamics is central to the multidisciplinary teamwork needed in the hospitality sector, which must be continuously innovating, to survive and compete in the marketplace (Le et al., 2023). Multidisciplinary work means working as a team, using different lenses, points of view, and sets of knowledge, and skills to create an environment for creativity (Gardiner, 2020). However, while these studies highlight the benefits of multidisciplinary teams (MDTs), they often lack a nuanced exploration of the challenges these teams face, particularly in balancing innovation with operational efficiency. For example, Gardiner’s (2020) work emphasises creativity but does not adequately address how MDTs mitigate potential conflicts arising from diverse perspectives. This gap is particularly critical in independent hotel groups, where resource constraints heighten the need for cohesive collaboration.
It is also relevant for the comprehending of the development process of MDTs that there are well-known team development models, like Tuckman’s framework – forming-storming-norming-performing (Nylund, 2022). The latest research demonstrates that those groups who pay attention to the processes of forming and norming and spend time developing the trust between members, clarifying roles, and boosting communicational processes will benefit from it in the future (Kankaew, 2023). In MSI contexts, early-stage dynamics are especially important because people from different disciplines take time for recognition of roles and competence (Ransdell et al., 2021). 
Shore et al., (2022) supports the notion on the role of role definition in decreasing misunderstandings and increasing expectation concordance among the members of the MSDT team. MDTs facilitate the use of diverse roles in roles which are overly critical in enhancing innovation. Overall, Urbinati et al. (2021) defined that a team with a group of implementors, creators, and organisers is the most effective since all these players participate in various processes during the innovative project development. As such, in independent hotel groups, the operations manager can review the viability of ideas for operation and an innovation champion may be a marketer. Despite the compelling arguments by Urbinati et al. (2021), there are contrasting views regarding the optimal composition of MDTs. For example, Xie (2020) argues that overemphasis on diversity in roles can lead to role overlap and inefficiency. This contradiction underscores the need for a balanced approach, which this research aims to explore by identifying specific role structures that foster innovation without compromising operational fluidity.
Xie’s (2020) provides a comprehensive overview of how diverse expertise within teams can foster innovative solutions and improve performance. Rachmad’s (2020) further elaborates on management practices that enhance team effectiveness and collaboration. These works underscore the importance of integrating different perspectives to tackle complex challenges effectively. However, this diversity also presents challenges, particularly in terms of communication and the potential for conflict. Edmondson’s (1999) concept of psychological safety is instrumental in this regard, highlighting the need for an environment where team members feel safe to express ideas, ask questions, and challenge the status quo without fear of negative repercussions. This sense of safety is vital for MDTs, as it encourages open dialogue and the free exchange of ideas, which are key to fostering collaboration and innovation. Although Edmondson’s (1999) framework is widely cited, there is limited empirical evidence on how psychological safety operates in MDTs within independent hotels. This research intends to fill this gap by analysing case studies where psychological safety directly influences innovation outcomes, particularly under resource constraints.
Gonzalez et al. (2020) established that MDTs that outperformed those in the hospitality sector communicated often and in a structured manner to fill gaps in disciplines. This is especially true in independent hotel groups where members of the team may have varying goals as marketing, customer service, finance, or operations. While Gonzalez et al. (2020) provide a strong foundation for understanding communication dynamics, their study does not explore how structured communication protocols evolve over time or in response to external disruptions. This research will address this limitation by investigating adaptive communication strategies in independent hotels during periods of high operational stress. Trust is another key factor that can determine how MDTs function within the context of teamwork. Trust reduces cases of members withholding information or avoiding healthy arguments, hence posing a constraint to innovation among the employees (Benarkuu & Katere, 2023). Lee et al. (2021) established that groups that encourage the idea that people can speak their minds without being negatively judged could embrace risk taking, which is essential for innovation. In the hotel context particularly where guests’ satisfaction and business productivity are important then, building trust within the MDTs can create breakthrough solutions for increasing guest satisfaction while containing costs. 
O’Neill et al., (2020) noted that first, teams that embrace conflict can generate innovative solutions to multifaceted issues. In independent hotel groups, which currently need to work more intensively on innovation as a means of differentiation and competitive advantage, one can see that contradictions between departments can be effectively used to improve the development of new ideas on how to improve customer service, use technologies, and develop a perceptible market position (de Andrés-Sánchez et al., 2022). In essence, leaders need to engender an environment that entails the perception of conflict as a precursor to discussion throughout the MDTs. Daniels et al. (2021) proposed that for an organisation to manage conflicts effectively would mean producing a set of rules to manage conflicts within teams, embracing an open dialogue and reconsidering the conflicts as learning experiences. This is especially the case in the hospitality environment since many project teams work under considerable time constraints and have to provide high-quality services consistently (Ali et al., 2021). Although he emphasises conflict resolution mechanisms, they do not sufficiently address how cultural factors influence these mechanisms in diverse MDTs. This study will explore the interplay between cultural diversity and conflict resolution strategies within independent hotel settings, providing actionable insights for MDT leaders.
The interaction between employees from different departments—such as marketing, housekeeping, food and beverage, and front office—enables the integration of diverse perspectives and expertise, which can spark creativity and drive innovative solutions (Davis et al., 2018). In these independent hotels, where resources are typically more limited compared to larger chains, the ability to combine skills from various areas becomes essential for addressing complex problems and improving service delivery (Kruesi & Bazelmans, 2023). Effective team dynamics, characterized by trust, open communication, and shared goals, can create an environment where creativity thrives, allowing teams to think creatively and introduce new practices that enhance operational efficiency and guest satisfaction (Büchel & Antunes, 2021). This constructive collaboration is vital for independent hotels looking to differentiate themselves in a competitive market.
Innovation in independent hotel groups often requires flexibility and a collaborative approach, as these establishments face unique operational challenges (Martín-Rios & Ciobanu, 2019). Multidisciplinary teams provide the flexibility needed to adapt quickly to changes in customer preferences, market trends, and technological advancements. For example, teams with members from different functional areas can work together to streamline operations by implementing new technologies that improve guest experiences or optimise booking systems (Mercan et al., 2021). The dynamic nature of these collaborations allows independent hotels to test, iterate, and refine innovative solutions more quickly, ensuring that they stay ahead of the competition. Moreover, a well-functioning team is better equipped to identify opportunities for innovation in areas such as sustainable practices, personalised services, and digital transformation, which are increasingly important in the modern hospitality landscape (Hughes et al., 2022).
The relationship between team dynamics and innovation becomes particularly significant when examining independent hotel groups’ ability to maintain a competitive advantage (Hossain et al., 2021). Unlike larger hotel chains, which may rely on extensive resources or established brand recognition, independent independent hotels often compete by offering unique, tailored experiences to their guests (Lo & Yeung, 2020). Multidisciplinary collaboration, therefore, becomes a strategic tool for these independent hotels to innovate in ways that enhance customer loyalty and operational efficiency (Tai et al., 2021). However, the success of this collaboration hinges on the team’s ability to work cohesively, resolve conflicts effectively, and integrate diverse viewpoints into actionable strategies. Understanding how team dynamics influence innovation in independent hotel groups is critical for identifying the mechanisms through which these teams can generate creative solutions, overcome operational limitations, and sustain long-term competitive advantage (Jones & Salas, 2021).
[bookmark: _Toc183979188]MDTS and Adaptive Innovation

Product Innovation is one area where MDTs excel, particularly in the hospitality sector, where customer preferences shift rapidly. The introduction of new services or the significant enhancement of existing ones, whether in terms of quality or functionality, is often a product of multidisciplinary collaboration (Prestes Joly et al., 2019). Individuals from marketing, operations, technology, and guest relations departments bring their unique insights into guest needs, market trends, and operational feasibility, resulting in creative, market-responsive solutions (Brewis, 2020). 
In process innovation, MDTs contribute by streamlining and improving operational workflows, which is crucial in a sector where efficiency directly impacts both costs and customer satisfaction. Process innovation involves the implementation of new or significantly improved methods of production or delivery. In independent hotel groups, collaboration between departments such as IT, housekeeping, and guest services can lead to innovative operational changes that increase productivity and enhance guest experiences. A prime example is the shift towards digital check-ins and check-outs, which have become more common as a result of collaborative efforts between operations and IT teams (Smith et al., 2020). The integration of automation in these processes not only saves time but also reduces the likelihood of human error, enhancing overall service quality. 
Research by Holtzhausen et al. (2022) underscores that the synergies created in MDTs are particularly valuable in identifying inefficiencies within operations, allowing for the design of solutions that integrate advanced technology with customer-centric approaches, thus balancing operational effectiveness with guest satisfaction.
Moreover, MDTs enable a holistic view of innovation in hospitality by ensuring that innovations are sustainable, scalable, and adaptable to changing market conditions. A study by Damijan and Kostevšek (2020) highlighted that MDTs' diversity equips them with the agility to pivot quickly in response to external pressures, such as economic shifts or emerging customer expectations. This agility has been particularly evident during the COVID-19 pandemic when independent hotel groups that used MDTs were better able to innovate and adapt their services—such as contactless guest services and enhanced health protocols—faster than those that did not employ a multidisciplinary approach.
Despite the advantages of MDTs in fostering innovation, there are inherent challenges that can impede the innovation process, including issues of communication, coordination, and conflict resolution. However, as studies by Sanders and van Rijnsoever (2022) note, these challenges are surmountable with proper management and leadership practices that emphasise clear communication and role clarification within the team. Ultimately, MDTs' ability to drive innovation across various fronts—product, process, and service—depends heavily on their ability to collaborate effectively, integrate diverse perspectives, and align their efforts with the organisation’s strategic objectives.
[bookmark: _Toc183979189]Key Factors for Successful MDT Integration
[bookmark: _Toc183979190]Leadership Commitment

Research highlights that leadership commitment is central to integrating MDTs effectively within independent hotel groups (Reuveni & Vashdi, 2015). Leadership plays a pivotal role, not only by providing resources but also by fostering an environment conducive to creativity and operational innovation. Product innovation, particularly in independent hotels, demands that leaders create a supportive setting where teams feel motivated to contribute diverse ideas (Awan et al., 2021).
However, these studies often fail to address the complexities of maintaining leadership commitment over time, particularly during periods of resource constraints or organisational change. For instance, Awan et al. (2021) emphasize the role of leadership in fostering creativity but do not examine how leaders balance this with the need for operational efficiency. This research aims to explore adaptive leadership strategies that enable MDTs to thrive under varying organisational pressures.
Furthermore, literature emphasises that the sensitivity of the leadership environment, commitment to diversity, and encouragement of interdisciplinary collaboration significantly enhance MDT performance and drive operational outcomes (Larsson & B., 2021). In the context of independent hotels, leaders’ roles extend beyond basic support; they actively participate in developing MDTs to achieve the organisation’s strategic vision (Nazarian et al., 2021). This involvement includes providing necessary resources such as tools, skilled staff, and structured time allocations, as well as establishing how cross-functional cooperation aligns with long-term goals, such as guest satisfaction and efficiency. While Nazarian et al. (2021) highlight leadership’s role in aligning MDT efforts with strategic goals, they do not explore the potential challenges of prioritising competing objectives, such as short-term financial targets versus long-term innovation. This study will address this gap by investigating leadership practices that effectively mediate these competing demands in independent hotel contexts.
For instance, effectively managing diversity by clarifying its benefits in operations and guest experiences helps integrate interdisciplinary innovation into the organisational mission (Pascual-Fernández et al., 2021). Furthermore, leaders must cultivate trust-based relationships within teams, which involve recognising team contributions, actively seeking input, and supporting personal growth (Balcerzyk, 2020). The impact of such commitment in independent hotels can lead to greater adaptability, enabling teams to pivot quickly in response to market changes and guest expectations, as seen during the COVID-19 pandemic. 
[bookmark: _Toc183979191]Clear Communication

Clear and transparent communication forms the backbone of successful MDT integration (Kiseleva et al., 2022). In hospitality, where timely responses are critical, establishing open channels allows team members to confidently share ideas, leading to reduced misunderstandings and improved decision-making processes. According to Gubler et al. (2021), fostering an open dialogue across different functions minimises miscommunication, thus preventing disruptions in service delivery and ultimately improving guest experiences. However, Gubler et al. (2021) focus primarily on the operational benefits of clear communication, neglecting its role in fostering innovation and long-term team cohesion. This research will examine how communication practices can be optimized to not only improve operational efficiency but also support creative problem-solving in MDTs. For example, if the marketing department fails to communicate promotional strategies to operations, it can lead to service delays and negatively impact guest satisfaction (Rehman et al., 2022). Regular check-ins and feedback sessions—such as weekly internal meetings—can prevent team members from feeling sidelined, ensuring consistent alignment with shared objectives (Newman & Ford, 2021). This communication strategy not only enhances MDT cohesiveness but also fosters a stronger sense of inclusion within the team. 
[bookmark: _Toc183979192]Shared Goals

Establishing shared goals among MDT members is vital to align their diverse skills toward common objectives (Lægreid & Rykkja, 2022). Independent hotels, where each team member often has broader responsibilities, benefit significantly when all members clearly understand and commit to the team’s goals. Shared goals foster a sense of ownership and focus, prompting team members to align their personal contributions with larger outcomes like guest satisfaction, service enhancement, or operational efficiency (Mathieu et al., 2021). Managers play a key role here, communicating these objectives consistently to ensure that every team member is aligned with the hotel’s mission and goals (George et al., 2023). 
[bookmark: _Toc183979193]Supportive Organisational Culture

A supportive organisational culture is critical for MDT success in independent hotels, especially those prioritising innovation and diverse perspectives (Duarte et al., 2020). Independent hotels benefit from fostering an inclusive culture where teamwork and diversity are prioritised, allowing for a richer exchange of ideas and increased creativity. McLeod et al. (2020) found that businesses embracing inclusivity and psychological safety experience heightened creativity and innovation in teams. In the hospitality industry, where service excellence is paramount, cultivating an inclusive environment supports a higher quality of guest experience. Organisational culture supporting MDTs can be cultivated through teamwork-focused training, team-building activities, and diversity appreciation programs (Chung & Byrom, 2021). Recognition programs acknowledging team and individual contributions further reinforce a positive culture. Facilitating constructive discussions around the organisational mission encourages team members to work towards common goals, thereby adding strategic value (Cherian et al., 2021).
[bookmark: _Toc183979194]Challenges in Managing MDTs

One of the most significant challenges is the inherent diversity in backgrounds, perspectives, and expertise among team members. While this diversity can foster creativity and innovative solutions, it can also lead to misunderstandings and miscommunications (Sanyang & Ali, 2023). According to O’Leary et al. (2020), team members from different disciplines may have varying terminologies, priorities, and approaches to problem-solving, which can create friction and hinder collaboration. For instance, a marketing team member might prioritise customer acquisition strategies, while the operations team may focus on resource allocation and service delivery efficiency (Visnjic et al., 2018). These differing priorities can lead to conflict, as team members may struggle to find common ground and effectively collaborate on shared goals.
Another challenge in managing MDTs is the potential for role ambiguity. In teams composed of members from diverse disciplines, it is crucial to clearly define roles and responsibilities to avoid overlaps and ensure accountability (McGrath & Whitty, 2018). However, this can be difficult to achieve, as individuals may have overlapped skill sets or areas of expertise. Research by Burtscher et al. (2021) indicates that unclear roles can lead to confusion, decreased motivation, and increased stress among team members, ultimately undermining the team’s effectiveness. In a hospitality context, where rapid decision-making is essential, delays caused by ambiguity in roles can negatively affect service delivery and guest experiences (Sharma et al., 2023). Consequently, hotel groups must invest time and effort in clarifying roles and responsibilities within MDTs, ensuring that each member understands their contributions to the team's objectives (Brennan et al., 2022).
Additionally, managing conflicting personalities and interpersonal dynamics within multidisciplinary teams can pose significant challenges. Diverse teams are likely to include members with different communication styles, work habits, and conflict-resolution approaches (Comeau-Vallée & Langley, 2020). According to Kearney et al. (2021), these differences can lead to interpersonal conflicts that disrupt team cohesion and hinder collaboration. In the hospitality sector, where teamwork is essential for providing seamless guest experiences, unresolved conflicts can harm service quality (King et al., 2019). Managers must proactively address interpersonal issues and foster an environment that encourages constructive dialogue and mutual respect (Raines, 2019). This involves not only facilitating open communication but also providing training in conflict resolution and team dynamics to equip team members with the skills needed to navigate differences effectively.
To value creation, the Dynamic Capabilities Theory is useful in explaining how independent hotel groups can continuously create new value by initiating innovation (Alford & Duan, 2018). This theory focuses on the notion of the configuration of resources in both at internal and external contexts to support change in environments (Teece, 2018). Dynamic capabilities are useful for independent independent hotels as they offer the opportunity to keep innovating to adapt to new specifications, corresponding to new guests’ demands, new technologies, or changed economics. In this regard then innovation is not just the idea of producing new products or new services but the ability to change and adapt the organisation (Tidd & Bessant, 2020). Thus, by shifting the emphasis to the dynamic capability model independent independent hotels can sustain competitive advantage through organisational innovation and improvement of the product offering. 
Resource View (RBV), for similar reasoning, postulates that competitive advantage arises from the efficient use of the resources that are owned by the company (Rehman et al., 2023). For the independent hotel business models, may entail harnessing and employing human capital, for instance, through the use of cross-functional teams in redesigning service delivery or guest experience (Hochstein et al., 2021). Moreover, the lack of appropriate support and resources for multidisciplinary teams can further complicate their management (Taberna et al., 2020). MDTs often require specific tools and technologies to facilitate collaboration and enhance productivity. However, many organisations fail to provide the necessary infrastructure to support these teams effectively (Kalenda et al., 2018). 
Leadership & Organisational Culture in Smaller Hotel Chains

Leadership and organisational culture are two pivotal elements that heavily influence the success of smaller hotel chains, particularly when it comes to driving innovation and maintaining a competitive edge (González-Rodríguez et al., 2019). In smaller hotel chains, leadership tends to be more hands-on and visible, creating a direct impact on how teams’ function and how effectively they can innovate (Kim, 2022). Leadership within these organisations must foster an environment that encourages creativity, open communication, and collaboration, especially in multidisciplinary settings. Different leadership styles have a profound effect on the success of multidisciplinary teams (MDTs), particularly in smaller hotel chains where leadership plays a more hands-on and visible role in shaping team dynamics and innovation outcomes (Royston & Reiter-Palmon, 2022). Transformational leadership, as highlighted by Braun et al. (2020), is one of the most effective styles in fostering MDT success. Transformational leaders inspire and motivate teams by creating a culture of trust, flexibility, and shared responsibility. These leaders focus on pushing teams beyond their comfort zones, encouraging creativity and open communication—two critical factors for innovation. In smaller hotel chains, where resources may be limited, transformational leadership can maximise the potential of MDTs by promoting collaboration across different departments and ensuring that each team member feels valued and empowered (Burton et al., 2019). This approach enables the organisation to adapt quickly to changes in customer preferences and market conditions, fostering a culture of continuous improvement and innovation. 
On the other hand, transactional leadership, which focuses more on structured tasks, rewards, and performance metrics, can also influence MDT success, albeit in a different manner. Transactional leaders provide clear expectations and rewards based on performance, which can create a stable and predictable working environment. In some cases, this leadership style may benefit smaller hotel chains by ensuring that MDTs meet operational goals efficiently. However, the focus on short-term objectives and a more rigid structure can stifle creativity and reduce the team’s ability to innovate, particularly in dynamic sectors like hospitality, where adaptability is key. According to Zhou and Lin (2021), smaller hotel chains that employ transactional leadership may face difficulties in fostering an environment where MDTs can thrive in terms of generating novel ideas and innovative solutions. This limitation highlights the need for a balanced leadership approach that incorporates both the motivational elements of transformational leadership and the structured clarity of transactional leadership.
Inconsistencies in the literature regarding the impact of different leadership styles on MDT success further complicate the picture. While transformational leadership is widely praised for fostering innovation and collaboration within MDTs, some studies argue that it may not be universally effective, particularly in environments with high levels of ambiguity or where team members require more hands-on guidance. For instance, Kim and Lee (2022) found that in smaller hotel chains, a combination of transformational and transactional leadership—referred to as “mixed” or “adaptive” leadership—may be more successful. This approach allows leaders to provide both the inspirational drive needed for innovation and the structure necessary for operational efficiency. 
Organisational culture in smaller hotel chains often reflects the values and vision of the leadership, and its influence permeates every aspect of the organisation, from day-to-day operations to long-term strategic decisions (Al-Dhaafri & Alosani, 2022). In these chains, where resources and staffing may be more limited than in larger counterparts, the culture must be agile and adaptable (Holbeche, 2023). This agility is essential for smaller hotel chains to remain competitive, as they must quickly respond to market fluctuations, regulatory changes, and customer demands. According to Zhou and Lin (2021), the culture of smaller hotel chains must be innovation-oriented and customer-centric, which requires close collaboration across departments. MDTs are critical because they bring together diverse skill sets that allow the organisation to address complex challenges with creative solutions (Mushtaq, 2024). Moreover, the relatively smaller size of these hotel chains often allows for faster decision-making and more fluid communication channels, making it easier to implement innovative ideas and practices (Almeida & Campos, 2022).
[bookmark: _Toc183979195]Research Gap

There is a significant lack of empirical research on multidisciplinary teams (MDTs) in independent hotel groups, particularly in the UK. Most studies focus on large hotel chains with extensive resources, leaving independent independent hotels underexplored. These smaller independent hotels face unique challenges, such as limited financial and management resources, which affect how MDTs operate and contribute to innovation (Kim & Lee, 2022). The over-reliance on large chain case studies creates a gap in understanding how MDTs can be optimised in independent settings. Furthermore, while team diversity and collaboration are known to drive innovation, limited research examines how MDTs integrate diverse skill sets to improve service and efficiency in smaller independent hotels (Zhou & Lin, 2021). Independent independent hotels often require different approaches, yet their operational dynamics remain under-researched, creating a gap in actionable insights. Another gap lies in understanding the role of leadership and organisational culture in MDT success. Existing studies do not sufficiently explore how leadership styles affect MDT effectiveness in independent independent hotels, where more adaptive and hands-on approaches are often needed. Addressing these gaps would provide valuable insights into optimising MDTs for innovation in the independent hospitality sector.

[bookmark: _Toc183979196]Methodology
[bookmark: _Toc183979197]Aims & Objectives

This research explores the strategic role of multidisciplinary teams in driving innovation and achieving a competitive advantage within independent hotel groups in the UK’s hospitality sector. The following are the key objectives of the study:
1. To investigate how multidisciplinary teams within independent hotel groups foster innovation and creativity.
2. To examine the impact of multidisciplinary collaboration on operational efficiency and customer satisfaction in independent hotel groups.
3. To identify the key factors that enable independent hotel groups to leverage multidisciplinary teams for competitive advantage.
4. To evaluate the challenges independent hotel groups, face in integrating and managing multidisciplinary teams for sustained innovation.
[bookmark: _Toc183979198]Research Design

The research design for this study was developed to examine the strategic role of multidisciplinary teams (MDTs) in fostering innovation and competitive advantage within independent hotel groups in the UK’s hospitality sector. A quantitative approach was chosen over qualitative or mixed methods to systematically address the research questions, focusing on capturing measurable data regarding MDTs’ impact on operational efficiency, customer satisfaction, and innovation capabilities. This approach was particularly well-suited to the study’s objectives, which required identifying trends, patterns, and relationships across a larger population. The emphasis on generating statistically valid insights that could be generalised to the broader sector further reinforced the suitability of a quantitative method.
A questionnaire was selected as the primary data collection tool due to its ability to gather structured and consistent data from a substantial number of participants. The format allowed for the standardisation of responses, minimising potential biases and enabling comparability across key themes, including participants’ perceptions of MDT contributions to innovation and efficiency. A purposive sampling method was employed to ensure that the participants selected were directly relevant to the study’s focus. The sample consisted of 155 participants, including managers, team leaders, and MDT members actively involved in driving innovation within various independent hotels across the UK. Hotels of different sizes, locations, and service offerings were included to ensure diverse representation. This sample size was carefully chosen to strike a balance between achieving broad representation and collecting sufficiently detailed data for meaningful analysis. The choice of a quantitative approach enabled the study to systematically examine the dynamics of MDTs and their influence on operational outcomes, customer satisfaction, and innovation capabilities. 
[bookmark: _Toc183979199]Research Rationale

MDTs have been extensively studied in the context of large hotel chains and corporate environments, where their diverse skill sets and collaborative dynamics have been shown to enhance creativity, improve operational efficiency, and drive customer satisfaction (Chen, 2019; Ouyang et al., 2019). This study employs a questionnaire-based research method to investigate the factors that influence the effectiveness of Multidisciplinary Teams (MDTs) in the hotel industry. The decision to use a questionnaire was driven by the need to capture diverse perspectives from various levels of staff within the hotel, including frontline staff, supervisors, managers, directors/executives, and other individuals who contribute to the operational success of MDTs. The aim was to collect comprehensive data that represents the complexities of MDT collaboration, encompassing both operational and strategic perspectives across multiple organisational tiers. The involvement of these different hierarchical levels ensures that the study captures a wide spectrum of experiences, challenges, and insights into MDT dynamics within the hotel industry (Akbar & Tracogna, 2018). 
Frontline staff often face the practical challenges of coordination and communication between departments, making their input invaluable in identifying potential barriers to MDT effectiveness. Supervisors, on the other hand, play a key role in translating managerial decisions into actionable tasks for frontline employees. They are positioned to provide insights into the practical challenges that arise when executing MDT strategies and how team dynamics can impact operational efficiency (Moirano et al., 2020; Kallmuenzer, 2018). Managers and directors/executives are integral to the study because they typically lead and oversee MDT initiatives. These individuals have a strategic view of team collaboration, focusing on long-term goals, departmental alignment, and performance outcomes. Their involvement provides a higher-level perspective on the drivers of MDT success and the impact of leadership in fostering a collaborative environment (Shi et al., 2021). The decision to include a broad range of hotel staff was also influenced by the need to explore how MDTs function across different roles within the hotel. 
[bookmark: _Toc183979200]Research Paradigm

The choice of research philosophy is fundamental to shaping the study's approach and influencing how data is collected, analysed, and interpreted. Three main philosophical paradigms were considered: positivism, interpretivism, and pragmatism (Alharahsheh & Pius, 2020). Positivism assumes that reality is objective, can be observed, and measured using qualitative methods (Park et al., 2020). It seeks to establish general laws or principles based on empirical evidence. In contrast, interpretivism emphasises the subjective nature of reality, focusing on understanding the meanings and experiences of individuals within specific contexts (Pervin & Mokhtar, 2022). This philosophy is often associated with qualitative methods, aiming to explore complex social phenomena. Lastly, pragmatism adopts a flexible approach, focusing on practical outcomes and combining both quantitative and qualitative methods to address the research question effectively (Kaushik & Walsh, 2019). After careful consideration, positivism was chosen as the guiding research philosophy for this study. The questionnaire conducted with 155 participants provided data that could be systematically analysed to identify patterns and relationships, supporting the development of evidence-based conclusions. 
[bookmark: _Toc183979201]Data Collection

For this study, quantitative data collection was conducted using a questionnaire as the primary method using Microsoft Forms (https://forms.office.com/r/WypatpH96a). This approach was chosen to systematically gather insights into the experiences and perceptions of participants regarding the role of multidisciplinary teams (MDTs) in driving innovation and competitive advantage within independent hotel groups in the UK. The questionnaire allowed for a structured and standardized way to collect data on key themes such as the structure of MDTs, their impact on operational efficiency, and their role in enhancing customer satisfaction and innovation. This method was deemed most appropriate for the research aim, as it provided a clear framework for analysing patterns and trends across a larger sample. A total of 155 participants, including hotel managers, team leaders, and key personnel involved in MDTs, were selected for the survey. 
The participants were purposefully chosen from independent hotels across the UK based on their involvement with MDTs in operational decision-making and innovation processes. The questionnaire was administered over 2 weeks, using both online and paper formats to ensure flexibility and accessibility for participants in different locations. The use of a questionnaire allowed for consistent data collection, making it easier to compare responses across the diverse sample. The method aligned with the research aim of exploring the strategic impact of MDTs, providing a strong basis for identifying patterns and drawing conclusions about their role in the sector.
[bookmark: _Toc183979202]Population and Sample

The population sample for this study was specifically drawn from independent hotel groups in the UK that use multidisciplinary teams (MDTs) to foster innovation and achieve a competitive advantage. To ensure a comprehensive understanding of the research topic, a total of 155 participants were selected to complete a questionnaire. Access to these hotels was achieved by reaching out to hotel representatives through professional networks, industry forums, and online platforms, including LinkedIn, where I established contact with key individuals. I then distributed the online questionnaires via email and direct messaging, targeting frontline staff, supervisors, managers, and directors/executives to ensure diverse participation from various hotel roles. This larger sample size was chosen to provide a broader perspective on the role of MDTs in enhancing operational efficiency, customer satisfaction, and innovation within independent hotel groups. 
Purposive sampling was used to identify participants who had hands-on experience with MDTs in their hotel operations. The selection criteria focused on individuals who had participated in the strategic decision-making processes within MDTs and had experience in cross-functional collaboration. The sample consisted of both male and female participants with varied professional backgrounds, including those with experience in hotel management, operations, marketing, and customer service. The participants represented a diverse array of independent hotels, ranging in size (from small boutique hotels to medium-sized establishments), geographic location (spanning different regions of the UK), and service offerings (luxury, mid-range, and economy). 


[bookmark: _Toc183979203]Data and Analysis

The data analysis in this study employed a combination of statistical techniques to ensure a comprehensive examination of the strategic role of multidisciplinary teams (MDTs) in fostering innovation and competitive advantage within independent hotel groups in the UK’s hospitality sector. Descriptive statistics were used to summarise participants’ responses, providing an overview of the key trends and insights related to MDTs’ contributions to operational efficiency, customer satisfaction, and innovation capabilities. Additionally, chi-square tests were applied to explore associations between categorical variables, such as the relationship between team composition and perceived innovation outcomes. This test was appropriate given its ability to analyse frequencies and determine whether observed distributions differ from expected distributions, offering insights into patterns within the data. For example, chi-square analysis revealed statistically significant associations between the diversity of MDTs and the frequency of process innovations, supporting the hypothesis that team diversity enhances problem-solving capabilities.
Factor analysis was also conducted to identify underlying dimensions of MDT dynamics, reducing the complexity of the data while preserving key patterns. This technique was instrumental in grouping related variables, such as communication skills, leadership effectiveness, and technological integration, into distinct factors that influence MDT performance. Reliability and validity were ensured through the use of Cronbach’s alpha to confirm internal consistency within the survey scales, with values exceeding 0.7 indicating high reliability. The validity of the constructs was further supported by the alignment of survey items with established frameworks in MDT research. Together, these statistical tests provided a robust analytical foundation, enabling nuanced interpretations of the data and reinforcing the credibility of the study’s findings.
[bookmark: _Toc183979204]Reliability and Validity 

questionnaire was designed based on existing literature and best practices in the field of hospitality management and team dynamics. Furthermore, a pilot test of the questionnaire was conducted with a small group of hospitality professionals before the main data collection. This pilot testing phase provided an opportunity to refine questions, clarify language, and ensure that the survey effectively measured the intended constructs. Feedback from this initial testing was used to make necessary adjustments, enhancing the overall clarity and relevance of the questions. Before data collection, the research proposal was reviewed and approved by the relevant ethics review board, ensuring compliance with ethical standards for research involving human subjects. Informed consent was obtained from all participants, whereby hotel managers were informed about the purpose of the study, their right to withdraw at any time, and the confidentiality of their responses. To maintain anonymity, all responses were anonymised before analysis, and any identifying information was securely stored and subsequently destroyed after the study was completed. Additionally, the research adhered to the principles of respect, integrity, and responsibility. 
[bookmark: _Toc183979205]Limitations of the Methodology

The methodology used in this study, centered on distributing questionnaires to collect data, presented notable limitations that could influence the findings. A primary concern is the reliance on self-reported data, which is inherently prone to biases such as social desirability bias, where participants may tailor their responses to align with perceived expectations. This can lead to an overrepresentation of positive outcomes or underreporting of challenges within MDTs. Moreover, participants may have interpreted certain questions differently, resulting in inconsistent responses that could compromise the reliability of the data. The fixed-response format of the questionnaire, while beneficial for standardization, restricted the depth of participant input, limiting the richness of insights compared to open-ended approaches like interviews. Without the ability to follow up or clarify responses, the study may have overlooked subtle but critical dynamics within MDTs.
Additionally, challenges related to sampling and response rates further constrain the study's robustness. Despite targeting individuals with relevant expertise, the purposive sample of 155 participants may not sufficiently represent the broader population of independent hotel groups across the UK. This sample size, although adequate for certain statistical analyses, limits the generalisability of the findings to diverse organisational contexts. Nonresponse bias is another potential issue, as those who chose not to participate might hold perspectives that differ significantly from those of respondents. The inability to capture such divergent viewpoints could result in a less comprehensive understanding of MDT dynamics. Lastly, the questionnaire method lacked the interactive element of qualitative approaches, such as interviews or focus groups, where richer, more nuanced data might have been gathered through active dialogue. These limitations underscore the need for caution in interpreting the findings and highlight opportunities for future research to adopt complementary methods to address these gaps.
[bookmark: _Toc183979206]Reflections on the Research Process

Throughout this study, several challenges were encountered, particularly during the data collection phase. One of the primary difficulties was ensuring a sufficient response rate for the distributed questionnaires, which required targeted efforts to engage participants and remind them to complete the surveys. Additionally, managing the complexity of collecting quantitative data from a diverse sample posed challenges in maintaining consistency across responses. Despite these obstacles, I implemented strategies such as simplifying the questionnaire design and providing clear instructions to enhance participant understanding and engagement. Additionally, while the questionnaire format was effective for gathering large amounts of data, it limited the depth of responses. In future studies, I would consider incorporating qualitative methods, such as follow-up interviews, to complement the quantitative data and allow for more nuanced insights. 
[bookmark: _Toc183979207]Research Ethics

Research ethics are essential to ensure responsible conduct and the protection of participants' rights throughout the research process. This study adhered to the ethical guidelines set by the University of Wales Trinity Saint David (UWTSD) and other relevant ethical standards, ensuring that the research was ethically sound and respectful of participants. UWTSD’s ethical guidelines emphasise transparency, confidentiality, voluntary participation, and the right to withdraw, all of which were strictly adhered to throughout the study. Given that the research involved human participants, it was submitted to the university's ethics committee for review before data collection began to ensure compliance with ethical standards.
In alignment with these ethical guidelines, informed consent was obtained from all participants before they completed the questionnaire. Participants were fully informed about the purpose of the research, the voluntary nature of their participation, and the potential risks and benefits of their involvement. The consent form clearly outlined the type of data to be collected, the estimated time required to complete the questionnaire, and assurances that personal information would remain confidential. Anonymity was maintained by removing any identifying details from the responses and using pseudonyms where necessary. 

[bookmark: _Toc183979208]Results
The results section presents descriptive statistics and key findings from a survey of 155 participants on the use and effectiveness of multidisciplinary teams in organisations. Demographic information, including gender and age group distributions, is detailed in Table 1, revealing a predominantly male sample and a high representation of the 25-34 age group. Table 2 outlines the responses on various aspects of multidisciplinary teamwork, showing that most participants work in multidisciplinary teams regularly and perceive leadership and diversity as crucial for team success and innovation. The data also highlight the widespread use of multidisciplinary teams, with a consensus on their benefits for areas like customer experience and product innovation. A chi-square test (Table 4) indicates a statistically significant association between age group and perceptions of technology's role in supporting teams. Additionally, a factor analysis (Tables 5-7) identifies leadership influence and skill diversity as central factors that support multidisciplinary team success. 
[bookmark: _Toc183979209]Descriptive Statistics

Table 1 presents the demographic information of the sample, which includes 155 participants. The first variable, Gender, has a minimum value of 1 and a maximum value of 3, with a mean of 1.2194 and a standard deviation of 0.43051. This suggests that most participants are in the category represented by '1' (which corresponds to the gender classification), with relatively low variability in the gender distribution across the sample. The second variable, Age Group, ranges from 1 to 4, with a mean of 2.3161 and a standard deviation of 0.70023. The mean value indicates that participants are mostly from the age group represented by '2' (which corresponds to a specific age range), with moderate variability in the age distribution. This implies that the age groups are fairly evenly represented in the sample, but the most common group is closer to '2.'

[bookmark: _Toc183979232]Table 1: Demographics
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Gender
	155
	1.00
	3.00
	1.2194
	.43051

	Age Group
	155
	1.00
	4.00
	2.3161
	.70023

	Valid N (listwise)
	155
	
	
	
	



Table 2 outlines various survey responses related to the use and effectiveness of multidisciplinary teams within the organisation. For Job Position, the mean value is 2.4129 with a standard deviation of 1.0858, indicating that participants predominantly occupy mid-level job positions, with a moderate degree of variation in job titles across the sample. When asked How often do you work in multidisciplinary teams, the mean response is 2.1161 (moderately frequent) with a standard deviation of 0.75554, showing a relatively balanced distribution of responses across varying frequencies. The variable Does your organisation use multidisciplinary teams? shows a mean of 1.0194, with most respondents indicating "yes" (a value of 1), and an extremely low standard deviation (0.13822), signifying a high consensus that multidisciplinary teams are indeed used in the organisation. 
In terms of the impact and structure of these teams, several other variables also show interesting patterns. To what extent does leadership influence the success of multidisciplinary teams? is 1.1742, with low variability (0.61526), suggesting a strong perception of leadership’s positive influence. The importance of diversity in driving innovation has a mean of 1.2323, implying consensus that diversity plays a significant role in fostering innovation. On the topic of whether to increase the use of multidisciplinary teams, the response is predominantly "yes" with a mean of 1.0194. Similarly, feedback sharing within teams shows a mean of 1.6258, indicating that feedback is commonly shared in a structured way. Other responses, like the primary goal of teams, key skills for success, and motivations to participate all reflect a moderate to high agreement on the importance of these aspects in team dynamics. Notably, the use of technology to support teams is highly varied, as reflected by the higher standard deviation (2.480), indicating differing opinions on its effectiveness. Lastly, the suggested changes to improve performance in teams show a moderate inclination towards changes, as evidenced by the mean of 2.5032.














[bookmark: _Toc183979233]Table 2: Variables Statistics
	Variables
	N
	Min
	Max
	Mean
	STD

	Job Position
	155
	1.00
	5.00
	2.4129
	1.0858

	How often do you work in multidisciplinary teams?
	155
	1.00
	4.00
	2.1161
	.75554

	Does your organisation use multidisciplinary teams?
	155
	1.00
	2.00
	1.0194
	.13822

	To what extent does leadership influence the success of multidisciplinary teams?
	155
	1.00
	5.00
	1.1742
	.61526

	How important is the diversity of skills and expertise in driving innovation within multidisciplinary teams?
	155
	1.00
	3.00
	1.2323
	.43870

	Would you recommend increasing the use of multidisciplinary teams in the hospitality sector?
	155
	1.00
	2.00
	1.0194
	.13822

	Which of the following areas benefits most from multidisciplinary teams in your organisation?
	155
	1.00
	5.00
	2.0710
	1.0758

	How is feedback shared within multidisciplinary teams?
	155
	1.00
	5.00
	1.6258
	.8070

	What is the primary goal of multidisciplinary teams in your organisation?
	155
	1.00
	4.00
	2.4581
	.78326

	Which skill is most crucial for the success of multidisciplinary teams?
	155
	1.00
	5.00
	1.8903
	.83408

	What motivates you to participate in multidisciplinary teams?
	155
	1.00
	5.00
	2.9613
	1.1042

	How does the use of technology support multidisciplinary teams in your organisation?
	155
	1.00
	31.00
	1.8323
	2.480

	What changes would you suggest improving the performance of multidisciplinary teams?
	155
	1.00
	5.00
	2.5032
	.90722

	Valid N (listwise)
	155
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[bookmark: _Toc183979218]Figure 1: Gender.
Figure 1 displays the distribution of gender responses in a dataset. The majority of respondents identified as male, with a count of around 120, significantly higher than other categories. Female respondents made up a smaller portion, with a count of about 25. A minimal number of individuals chose "Prefer Not to Say," indicating an exceptionally low response rate for this option. Overall, the data shows a clear male majority among respondents. 
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[bookmark: _Toc183979219]Figure 2: Age Group
Figure 2 shows the distribution of respondents across different age groups. The 25-34 age group has the highest count, with approximately 80 respondents, indicating that this age range is the most represented. The next largest group is 35-44, with around 50 respondents. The 18-24 and 45-54 age groups have smaller representation, with counts below 20 and 10, respectively. The 55+ age group has no recorded responses, indicating a lack of representation in this demographic. Overall, the data is skewed toward younger to middle-aged respondents.
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[bookmark: _Toc183979220]Figure 3: Job Position
Figure 3 illustrates the distribution of respondents by job position. The majority fall under the "Supervisor" category, with a count slightly above 45, followed closely by "Manager" positions, which have a similar count. "Frontline Staff" also has substantial representation, with a count slightly over 35. In contrast, "Director/Executive" and "Others" have notably lower counts, with "Director/Executive" around 20 and "Others" below 5. This distribution suggests a workforce primarily composed of supervisory and managerial roles, with fewer respondents in executive or undefined roles. 
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[bookmark: _Toc183979221]Figure 4: Multidisciplinary Teams
Figure 4 illustrates the frequency of working in multidisciplinary teams. The majority of respondents work in such teams every weekp, as indicated by the tallest bar. A significant portion also collaborates daily, while a smaller number do so monthly or rarely. The smallest group reported never working in multidisciplinary teams. This suggests that multidisciplinary collaboration is a common practice, with weekly interactions being the most prevalent.
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[bookmark: _Toc183979222]Figure 5: Does your organisation use multidisciplinary teams.
Figure 5 indicates that a vast majority of organisations use multidisciplinary teams. The bar representing "Yes" is significantly taller than the one for "No," suggesting that multidisciplinary collaboration is a widespread practice across organisations.

[image: ]
[bookmark: _Toc183979223]Figure 6: To what extent does leadership influence the success of MDTs.
Figure 6 highlights the perceived influence of leadership on the success of multidisciplinary teams. A significant majority of respondents believe leadership plays a crucial role, as indicated by the tallest bar for "To a great extent." A smaller number feel it has a moderate influence ("Somewhat"), while very few believe it has little or no impact. This suggests that strong leadership is considered essential for the success of multidisciplinary teams.
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[bookmark: _Toc183979224]Figure 7: How important is the diversity of skills and expertise in driving innovation within MDTs.
Figure 7 demonstrates that the diversity of skills and expertise is widely considered particularly important in driving innovation within multidisciplinary teams. The tallest bar corresponds to "Very Important," indicating a strong consensus on this factor. A significant number also consider it "Important," while a negligible portion views it as neutral or of lesser importance. 
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[bookmark: _Toc183979225]Figure 8: Would you recommend the use of MDTs in the hospitality sector?
Figure 8 indicates that a significant majority of respondents would recommend increasing the use of multidisciplinary teams in the hospitality sector. The tallest bar corresponds to "Strongly Agree," with a smaller portion "Agreeing." Very few are neutral, disagree, or strongly disagree. This suggests strong support for the idea of expanding multidisciplinary team usage within the hospitality industry.
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[bookmark: _Toc183979226]Figure 9: Which of the following areas benefit most from MDTs in your organisation?
Figure 9 shows that the areas of product/service innovation and customer experience benefit the most from multidisciplinary teams in organisations. The bars for these two categories are significantly taller than the others, indicating a strong perception that multidisciplinary teams are particularly valuable in these areas. Process improvement and employee satisfaction also benefit to a lesser extent, while "other" areas see the least impact. 
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[bookmark: _Toc183979227]Figure 10: How is feedback shared within MDTs.
Figure 10 illustrates the primary methods of feedback sharing within multidisciplinary teams. The most common approach is through regular meetings, as indicated by the tallest bar. A significant number also rely on emails or shared platforms for communication. Direct manager communication and rare sharing are less frequent methods, with only a small portion of respondents using "other" unspecified methods. 
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[bookmark: _Toc183979228]Figure 11: Which skill is most crucial for the success of MDTs?
Figure 11 highlights the perceived importance of different skills for the success of multidisciplinary teams. Communication skills are considered most crucial, as indicated by the tallest bar. Problem-solving skills are also seen as important. Technical expertise and leadership skills are considered less crucial, and adaptability is seen as the least important factor. This suggests that effective communication and problem-solving are key for successful multidisciplinary team collaboration.
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[bookmark: _Toc183979229]Figure 12: What motivates you to participate in MDTs?
Figure 12 illustrates the primary motivations for participating in multidisciplinary teams. The most significant motivator is the opportunity to contribute to organisational success, as indicated by the tallest bar. Career development and collaboration with diverse colleagues are also strong motivators, with a smaller number citing learning opportunities. A small portion of respondents listed other unspecified motivations.	
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[bookmark: _Toc183979230]Figure 13: How does the use of technology support MDTs in your organisation?
Figure 13 illustrates the perceived impact of technology on multidisciplinary teams within organisations. A significant majority believe that technology greatly improves communication and collaboration, as indicated by the tallest bar. A smaller number feel it somewhat improves efficiency, while a few see a neutral impact. Very few perceive a minimal impact or no impact at all. 
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[bookmark: _Toc183979231]Figure 14: What changes would you suggest improving the performance of MDTs?
Figure 14 illustrates the suggested changes to improve the performance of multidisciplinary teams (MDTs). The most prominent suggestion is for clearer roles and responsibilities, as indicated by the tallest bar. Better communication tools and increased leadership support are also considered important. Increased training opportunities are seen as a potential improvement, while "other" unspecified suggestions are relatively few. 
[bookmark: _Toc183979210]Chi-Square Test

Table 3 presents a case processing summary for the chi-square test examining the relationship between "Age Group" and perceptions of "How the use of technology supports multidisciplinary teams in the organisation." Out of a total of 186 cases, 155 (83.3%) are valid, meaning they have complete data for both variables in the analysis. The remaining 31 cases (16.7%) are missing responses for one or both variables, reducing the sample size for the chi-square test. This distribution provides a substantial dataset for assessing the association between age and perceived technological support in multidisciplinary teamwork.
[bookmark: _Toc183979234]Table 3: Case Processing Summary
	
	Cases

	
	Valid
	Missing
	Total

	
	N
	Percent
	N
	Percent
	N
	Percent

	Age Group * How does the use of technology support multidisciplinary teams in your organisation?
	155
	83.3%
	31
	16.7%
	186
	100.0%



Table 4 displays the results of chi-square tests conducted to explore the association between "Age Group" and "How the use of technology supports multidisciplinary teams in the organisation." The Pearson Chi-Square value is 27.839, with 12 degrees of freedom (df) and an asymptotic significance (p-value) of 0.006. This p-value is below the conventional threshold of 0.05, indicating a statistically significant association between age group and perceptions of technology's role in supporting multidisciplinary teams. Similarly, the Likelihood Ratio Chi-Square test yields a value of 33.472 with 12 degrees of freedom, and a p-value of 0.001, further supporting this significant association. However, the Linear-by-Linear Association, which evaluates for a linear trend between the variables, shows a value of 0.038 with a p-value of 0.845, suggesting no significant linear relationship across age groups in this context.
[bookmark: _Toc183979235]Table 4: Chi-Square Tests
	
	Value
	df
	Asymptotic Significance (2-sided)

	Pearson Chi-Square
	27.839a
	12
	.006

	Likelihood Ratio
	33.472
	12
	.001

	Linear-by-Linear Association
	.038
	1
	.845

	N of Valid Cases
	155
	
	

	a. 13 cells (65.0%) have an expected count of less than 5. The minimum expected count is .05.



[bookmark: _Toc183979211]Factor Analysis

Table 5 presents the commonalities for each variable after conducting a Principal Component Analysis (PCA) as the extraction method. Communalities indicate the proportion of each variable’s variance that is explained by the extracted components. Initially, all variables are assigned a commonality of 1.000, representing 100% of their variance. After extraction, the commonality for both variables— “To what extent does leadership influence the success of multidisciplinary teams?” and “How important is the diversity of skills and expertise in driving innovation within multidisciplinary teams?”—is 0.533. This means that 53.3% of the variance in each of these items is accounted for by the underlying components identified in the factor analysis. Communalities close to 1 suggest that the extracted factors are capturing a substantial portion of each variable's variance, though in this case, only around half of the variance is explained, indicating a moderate representation of these items by the factor(s).




[bookmark: _Toc183979236]Table 5: Communalities
	
	Initial
	Extraction

	To what extent does leadership influence the success of multidisciplinary teams?
	1.000
	.533

	How important is the diversity of skills and expertise in driving innovation within multidisciplinary teams?
	1.000
	.533

	Extraction Method: Principal Component Analysis.



Table 6 provides an overview of the total variance explained by the components extracted through Principal Component Analysis (PCA). The initial eigenvalues indicate that the first component has an eigenvalue of 1.066, accounting for 53.283% of the total variance in the data. This component alone explains over half of the variance, suggesting it captures a significant underlying factor in the dataset. The second component has an eigenvalue of 0.934, which is below 1.0 and thus contributes less to explaining the variance. Consequently, it was not retained, as components with eigenvalues under 1 are typically considered less informative. In the "Extraction Sums of Squared Loadings" section, the first component continues to account for 53.283% of the variance, reinforcing its dominant role in explaining the data. The cumulative variance explained by this single component is also 53.283%, indicating that over half of the dataset's variance can be attributed to this factor.
[bookmark: _Toc183979237]Table 6: Total Variance Explained
	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.066
	53.283
	53.283
	1.066
	53.283
	53.283

	2
	.934
	46.717
	100.000
	
	
	

	Extraction Method: Principal Component Analysis.



Table 7 displays the component matrix, showing the loadings of each variable on the single component extracted through Principal Component Analysis (PCA). Both variables— “To what extent does leadership influence the success of multidisciplinary teams?” and “How important is the diversity of skills and expertise in driving innovation within multidisciplinary teams?”—have a loading of 0.730 on this component. A loading value of 0.730 indicates a strong positive relationship between each variable and the extracted component, suggesting that both variables are similarly represented by this factor. Since only one component was extracted, this component likely represents a common underlying theme related to factors that support the success and innovation of multidisciplinary teams. The high and equal loadings imply that leadership influence and diversity of skills are associated and may be interpreted as elements contributing to a single, cohesive construct in the context of multidisciplinary teamwork.
[bookmark: _Toc183979238]Table 7: Component Matrix
	Component Matrix
	Component

	
	1

	To what extent does leadership influence the success of multidisciplinary teams?
	.730

	How important is the diversity of skills and expertise in driving innovation within multidisciplinary teams?
	.730

	Extraction Method: Principal Component Analysis.

	a. 1 components extracted.



In summary, the results of the Principal Component Analysis (PCA) reveal that both leadership influence and the importance of diversity in skills and expertise share a strong, positive relationship, as evidenced by their high loadings on the first extracted component. Although only 53.3% of the variance in these two variables is explained by the factor, the extracted component captures a substantial portion of their underlying variance, indicating a cohesive relationship between these elements. This suggests that leadership and diversity of skills may jointly contribute to the success and innovation within multidisciplinary teams. The analysis further emphasises the dominant role of the first component in explaining the overall variance, which offers valuable insights into the factors that drive effective collaboration and innovation in team settings.








[bookmark: _Toc183979212]Discussion
The findings of this research emphasize the pivotal role of multidisciplinary teams (MDTs) in fostering innovation and driving competitive advantage in the UK’s independent hotel sector. The integration of diverse expertise within MDTs promotes creative problem-solving and innovation, particularly in product and service development. This supports the theoretical perspective that diversity in skills and perspectives serves as a critical driver of creativity, a concept widely endorsed in team dynamics literature. Moreover, the study expands on traditional understandings by highlighting how MDTs contribute to operational efficiency, facilitating the seamless coordination of workflows and reducing redundancies. Despite these benefits, the research also uncovers significant challenges, such as communication barriers, resistance to change, and resource constraints, which require strategic interventions to optimize MDT performance and impact.
The findings challenge and extend existing theories on MDTs, particularly in their application to the hospitality sector. Traditional models often focus on the general benefits of team diversity but lack nuanced insights into how leadership mediates these benefits. This research identifies leadership as a critical determinant of MDT success, with respondents emphasizing its role in fostering collaboration and resolving conflicts (mean = 1.1742). This aligns with Edmondson’s (2023) concept of psychological safety but also adds new dimensions, suggesting that leadership must go beyond creating safe environments to actively aligning diverse team members’ goals with organisational objectives. Additionally, while technology is often assumed to be uniformly beneficial, the variability in responses regarding its effectiveness (std. deviation = 2.480) indicates that its role is context dependent. This finding suggests a need to refine theoretical frameworks to better account for the interplay between technological tools, team dynamics, and sector-specific challenges, such as customer experience-driven innovation in hospitality.
Practically, the research provides actionable insights for enhancing MDT effectiveness in the hospitality industry. Leadership development emerges as a key priority, particularly in equipping leaders with skills in emotional intelligence, cultural competence, and conflict resolution. These competencies are essential for managing the diverse priorities and perspectives inherent in MDTs. The strong reliance on communication and problem-solving skills (Figure 11) further underscores the need for targeted training programs that address these critical areas. Additionally, organisations should adopt advanced yet user-friendly digital tools, such as integrated platforms for messaging, document sharing, and virtual meetings. However, the research warns against over-reliance on digital communication, which can erode interpersonal trust. Balancing technological integration with opportunities for informal, in-person interactions can strengthen team cohesion and facilitate effective collaboration.
Structured feedback mechanisms also emerge as a best practice for operational efficiency, as evidenced by their frequent use (mean = 1.6258) in improving workflows and decision-making. These mechanisms provide a systematic way to address performance gaps and adapt to evolving challenges. Moreover, the findings highlight the importance of clearly defined roles and responsibilities, as ambiguities in these areas can lead to inefficiencies and delays. Addressing these practical issues is essential for fully leveraging MDTs to deliver innovative solutions and enhance guest satisfaction. 
Although the direct impact of MDTs on customer satisfaction was less apparent, qualitative insights suggest that improved internal collaboration indirectly benefits guest experiences. The survey findings indicate that MDTs contribute significantly to delivering personalized services, aligning with the high importance placed on skill diversity for driving innovation (mean = 1.2323). However, gaps in MDT practices, such as inconsistent role clarity and communication inefficiencies, may limit their full impact. For instance, the moderate mean response for suggested changes to team performance (mean = 2.5032) highlights areas for improvement, such as refining communication tools and establishing clearer protocols. Addressing these issues, organisations can ensure that MDTs are well-positioned to meet customer expectations and maintain a competitive edge in the hospitality market.
Communication barriers remain one of the most significant challenges facing MDTs. The findings reveal that professionals with different priorities, terminologies, and cultural backgrounds often struggle to establish a common protocol, leading to inefficiencies and coordination issues. This is particularly evident in organisations with partially or fully virtual teams, where physical distance exacerbates the lack of social intimacy. To address these challenges, organisations should implement standard communication protocols and invest in cross-functional training. Such training can familiarize team members with each other’s terminologies and workflows, reducing misunderstandings and fostering more effective collaboration. Additionally, leveraging integrated communication platforms like Slack or Microsoft Teams can unify interactions, although these tools must be user-friendly and accompanied by adequate training to ensure their effective use.



[bookmark: _Toc183979213]Conclusion
This research confirms that MDTs are a key driver of organisational effectiveness for operational process optimisation, customer satisfaction, and competitive edge. A profound structure of MDT contributes to a composite of various aspects an efficient problem-solving strategy and high adaptability to complex situations. An MDT can provide one-stop solutions to deliver more customer needs because specialists from each field can solve the problem effectively and efficiently can be introduced and coordinated in one team. The results provide evidence to support the integrated approaches that are effective in addressing multifaceted organisational issues, stressing the managerial relevance of effective MDTs.
This study identified leadership and technology as core enablers influencing MDT performance. Investing not only time but also effort in leadership positions guarantees that all the members of a team have clear objectives and that conflicts would be handled in a subordinated manner to the minority’s opinion. There is also a direct correlation between the level of EI and cultural intelligence of the leaders and the cohesiveness of the group and thus the level of trust and the resulting productivity. At the same time, effective technological enablers including group work tools and real-time communication software support smooth interactions, and more so when the team members are geographically located in different areas. This reciprocal human leadership and technological support also acts as a basis for deriving the two-fold need for MDT.
However, the results also reveal important impeding factors when it comes to best practices in the context of MDT work processes, specifically communication processes. Specifically, variations in the use of terminology, workers’ origins, and personal approaches to work cause confusion, time loss, or decreased motivation. Additionally, these issues are only amplified if technological tools reduce face-to-face interactions or disrupt working relationships within teams. Solutions to these involve specific prevention and interventions that find ways of integrating the use of technology with the need to enhance the cohesiveness of the MDTs and maintain purposeful goal direction.
Comparing the current study to previous research focuses on the emergent role of leadership and communication in MDT function. However, this study contributes further by comparing and analyzing how these factors operate in distinct organisations in the healthcare, hospitality and logistics industries. For example, industries with higher dependencies to their customers such as the hospitality industry may greatly rely on interpersonal communication instead of technological interface, whereas technologies play an important role in healthcare industries. These findings add to enforcements to comprehend, the complex interactions that exist in MDTs and their flexibility to address sector needs.
The conclusions also exposed the deficiencies of the existing research and practice. This study identified that while many organisations acknowledge the conceptual benefits of MDTs, they are far from reality. Leadership training lacks accomplishment sometimes; is insensitive to cultural differences; and lastly, technology investment is low, which poses a great threat to increasing MDT capabilities. Addressing these gaps is important for any organisation that seeks to use MDTs optimally for organisational advantage. These challenges can be addressed and avoided by matching leadership styles, creating cultural sensitivity, and adopting the use of state-of-the-art cooperative communication systems because they enhance the effectiveness of the intervention when using MDT collaboration.
On the operational level, MDTs are discussed as useful tools that are capable of delivering customer satisfaction due to the increased customization and efficiency of their work. For example, teams that can work well together can satisfy customer needs more quickly and hit the target more often and with fewer mistakes as customers are more satisfied. Through the capacity provided to deliver superior services, an organization also avails itself of a competitive edge in the market since customers are likely to pay for more personalised and responsive services. These findings support the fact that MDTs are not just a technical response, but an important and viable response in customer-oriented industries.
[bookmark: _Toc183979214]Practical Implications

This research makes significant contributions to both theoretical and practical domains, particularly concerning team dynamics, innovation, and strategic management. From a theoretical perspective, the findings advance existing frameworks by uncovering nuanced patterns in how multidisciplinary teams (MDTs) operate within the unique context of independent hotel groups. For instance, the study highlights the interplay between team diversity and its influence on innovation capabilities, offering a refined understanding of how cross-functional collaboration drives creativity and operational efficiency. These insights pave the way for future research to explore tailored strategies for leveraging MDTs across varying organisational structures and sectors. Additionally, the research identifies factors influencing MDT performance, such as leadership styles and communication practices, contributing to the ongoing evolution of team dynamics theories.
From a policy standpoint, the implications are equally impactful. The findings suggest a pressing need for industry-wide initiatives to promote cross-functional collaboration within the hospitality sector. For example, policies could encourage independent hotel groups to establish frameworks that facilitate regular interaction among diverse team members, ensuring alignment with organisational goals. This could involve developing standardized guidelines for forming and managing MDTs or incentivizing innovation-driven collaboration through tax breaks or government grants. 
[bookmark: _Toc183979215]Recommendations

Moving into the future, managers must always ensure that they properly harness the MDTs for an organisation’s success in the time ahead. To effectively implement multidisciplinary teams (MDTs) in the hospitality sector, independent hotel managers should prioritise leadership development and inclusive practices. Leadership training programs tailored to the specific dynamics of MDTs can equip managers with the skills needed to foster collaboration, navigate conflicts, and align team efforts with strategic objectives. These programs can also focus on building customer-centric problem-solving skills, ensuring teams remain agile in addressing industry challenges. Simultaneously, promoting diversity through workshops and inclusive recruitment practices can enhance the creativity and innovation potential of MDTs. In addition to leadership and diversity initiatives, adopting technological tools and structured frameworks is crucial for integrating MDTs effectively. Digital collaboration platforms such as Microsoft Teams or Trello can streamline communication and task management, particularly for hotels operating with limited resources.  
Future Directions

Future research could explore the role of multidisciplinary teams (MDTs) in sectors beyond hospitality, such as healthcare, education, or technology, to understand how the dynamics of MDTs might differ across industries. Comparing the effectiveness of MDTs in different cultural or economic contexts could also provide valuable insights into how local conditions influence the success of such teams. Additionally, examining MDTs in international settings, particularly in countries with diverse business environments, could shed light on the factors that drive or hinder team effectiveness on a global scale. To complement the quantitative findings of this study, future research could integrate qualitative methods such as in-depth interviews or focus groups with MDT members, managers, and stakeholders. These qualitative insights could help uncover the underlying motivations, challenges, and interpersonal dynamics that influence MDT performance. Future studies could gain a deeper understanding of the nuanced ways by exploring the subjective experiences of participants in which MDTs impact innovation and competitive advantage, providing a more holistic view of their effectiveness.
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SECTION F: Anticipated Risks

“Outine any anicipated risks Tt may adversely affect any of e parioipants, e
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drug use orissues reauiting furer sclon, such ss criminal sctiiy

eptember 2021





image25.png
EtHics. 5470 6 & TAUGHT MASTERS 7 STUDENTS ONLY

M - M L
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SECTION G: Feedback, Consent and Confidentiaity

1fyou hve identied in section D that thee are no parisipants then entar skip this secton snd corfinue o
secton .

T TFesdback
\What de-brisfng and feedbaok wil be provided o pariipanis, how wilthis bs dons and when?

Paricipnts wi receive detals feedbaok and debrefing upon completing e questionnaie. TS
willinclude o summary of the research objectives, the signficance of ther contibutons. and how
heir data wil be used n the study. (s 50t e xp00 2 ou e

7 informed conzent

Descrive the arangaments t nform potenti! prtcipants.before proviing consent. of wht s
involved i partopating. Describa the srangemenis or parcipenis o provide full consent befora
dats coliecion begins fgaiing consant n s wey s napproprata, expisin how consant wil be
oblsined snd recorded in accordance wit prevaiing dsta proecon legsition

“Consent wallbe obtaned throngh 3 dgital conseat for, which pariipants will complet prior 1o
accessing the questionzaire. This form will include statements sneuring pariipasts understand the
information provided and asree o pariipate under the outlined condiio

5[ Confdentility | Anonymity
‘et out how snonymit of pariipants and confidentsy wil be ansured i any autputs. I
nonymity i not bing offres. xgiain i this i he case.
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