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The dynamic, customer centric hospitality industry in developing and leading to the success of teams (Huertas-Valdivia et al., 2022) is crucial to leadership. Though the difference in leadership style affects employee engagement, service quality and operational performance, it has a direct impact. In this essay, various leadership theories including transformational, transactional, autocratic, democratic and servant leadership (Hajiali et al., 2022) are tested on their applicability to the situation. The essay analyses the benefits and demerits of leading through transformation or transactions to conclude how these leadership issues affect the job of the team and their satisfaction. Vakira et al. (2023) argue in this research that by understanding how these leadership styles affect short term performance and long-term employee engagement, one can understand how to best optimise leadership practises in the hospitality industry.

According to Rabiul et al. (2022), team effectiveness, employee morale, and leadership are what will make the hospitality industry successful. Since leadership styles play such a big role not just in internal operations, but also in the overall guest experience, they affect the sector so much because it is so interactive and fast paced. In this scenario, there are several important leadership theories, each in its own way helping teams, managing operations and motivating employees.
In addition to this, transformational leadership is one of the most influential theories which explains how leaders can inspire employees to do so much more (Hajiali et al., 2022). James MacGregor Burns developed this theory of leadership: He says leaders are those who build a shared vision, stimulate the intellect and give special consideration to each individual. Based on Ntalakos et al. (2022), the research further shows that transformational leaders create an environment in which employees could express their ideas and at the same time grow their skills. Like the other mentioned leadership style, this leadership style has been linked to lower employee engagement and satisfaction in the hospitality industry, but research has found that it has increased team effectiveness.
In addition to this, transactional leadership on the other hand is based on structure, rewards and penalties which will guarantee performance. In their research, Nazarian et al. (2022) have discovered that transactional leaders set expectations, check in on results in a cheque, and reward people who meet the goals. It works particularly well for leading short-term operational goals, such as occupancy targets, service standards, etc. 
According to a 2019 International Journal of Hospitality Management report, transactional leadership improved short-term operational efficiency in hospitality settings (Elkhwesky et al., 2022). While this approach is not usually effective in fostering long-term employee engagement, it frequently prioritises compliance over creativity.
Moreover, the hospitality industry also experiences autocratic leadership, in which leaders make decisions without consulting the team (Belias et al., 2022). This can be a good call during high-pressure situations and large events or crises if quick decisions are required, but it also means that the managers will have to take all responsibilities upon themselves. However, a lack of employee involvement in decision-making will result in low morale because the employees may feel their contribution is not valued.
On the other hand, it has been argued in the study of Muttalib et al. (2023) that democratic leadership supports participation and collaboration by team members. But we are seeing it crop up in the hospitality sector, and, in particular, with progressive companies keen to make things better and who value employee input, both of which I can tick one on each, and it's also felt like a welcome return. Democratic leaders include their teams in decision-making processes and help them feel they own their decisions and are responsible (Beauty and Aigbogun, 2022). It is indicated that democratic leadership results in a 25% increase in team effectiveness because employees feel valued and are more motivated to contribute to the organisation’s goals. Leadership styles make a major difference in team effectiveness and employee morale, particularly in the hospitality industry, where teamwork and service quality are critical to business success.
It has been found by Vakira et al. (2023) that transformational leadership focuses on inspiring and motivating employees, significantly affecting team effectiveness and morale. A leadership style that builds a sense of belonging and serves a shared purpose among teams to engage employees to own their work and become the best. Research indicates that employees whose leaders practice transformational leadership are far more engaged, are more willing to do more than the basic, and achieve higher overall performance (Huertas-Valdivia et al., 2022). It has been found that teams led by transformational leaders had a 30% higher engagement rate than those led by transactional leaders. It means that employees are more engaged with their work and more engaged with their colleagues.

Nevertheless, transformational leadership is not unproblematic. It’s a hard style to keep up, as leaders must invest a lot of time and emotional energy, which can be hard to sustain in such a demanding and fast-paced industry. According to Rabiul et al. (2022), not every employee will be receptive to a leadership style prioritising long-term vision and personal growth. Different people may prefer different approaches in different operational roles. For example, in housekeeping, employees may prefer the simplicity of getting a day's worth of work done rather than trying to relate to the scheme for the organisation as a whole.
On the other hand, transactional leadership is very effective in environments where efficiency and standardisation are important, and the structures and rewards are clear (Hajiali et al., 2022). This style is ideal when you need to manage daily operations, as employees know exactly what is required of them and can concentrate on hitting particular targets. However, as shown in the example of large hotel chains, transactional leadership often improves short-term performance (Belias et al., 2022). In these settings, transactional leadership can be so clear and predictable that it can help streamline processes and guarantee that service standards are met consistently.
The roles of leadership behaviours are significant in the hospitality sector, especially in hotel management, for guest satisfaction, employee commitment, and organizational performance. The ideas about the use of various leadership types can be disclosed with reference to such UK hotels and ways of their management, which can be considered as clear examples of the described approaches. An excellent example is the change-oriented leadership adopted at the Savoy hotel in London (Zhan, Cheng and Zhu, 2024). Here, management encourages people to go beyond what is in it for them to meet the team objectives. At The Savoy, the management does encourage the experimentation process and sets high standards within the company. This is done through encouraging employees to become proactive and to present their inputs as it helps to develop the guest experience, as well as to improve the retention rate amongst employees. To the latter style is attributed to the ability effectively control overwhelming events with guests and always disclose their expectations, which played for the hotel’s brand image (Viglia and Dolnicar, 2020).
On the other hand, analytical leadership style is used at The Ritz London unlike to the assumptive such as at Four Seasons. This activity is again major on programmed tasks and associated incentives for output. It has been found that managers at The Ritz are very much particular about how things are done and ensure that organizational goals are realistically set. 
This way, there is accuracy in meeting the standards which is very vital in the operation of luxury hospitality organizations (Thommandru et al., 2021). However, this sometimes end up restricting creativity among the human resource staff, as it is more focus on compliance rather than creativity. Still, The Ritz has managed to uphold high standards and services delivery that exhibits how transactional leadership sustain heritage.
Another best example is on the participative leadership style adopted by The Zetter Townhouse in London. Here, managers remain democratic and engage subordinates in decision making processes across the organization. This style is especially suitable in small scale acumen focused company such as The Zetter since a variety of inputs from employees in this industry can help in creating uniqueness in the service delivery. The participative style of the management promotes commitment and union among staff, increases organizational commitment and produces a customized service delivery to the guests (Raouf Ahmad Rather, 2023). Finally, the last theory of situational leadership can also be seen in the operation of Claridge’s where the management applies its leadership style depending on the position and requirements of the hotel. At some periods like if there are many tourists or other big incidences that cause high traffic in the facility, the leadership assumes a more managerial role in order to ensure that problems of attentive service, extra cleaning services, or dining alternatives do not arise. In the quieter periods, such as when there are no emergencies, a more ‘systems’, or ‘change’, may be used to promote the development of the team and work on issues of a longer-term nature (Önder and Gunter, 2020). 
In addition to this, various leadership behaviour, therefore, significantly affects organizational performance and employee productivity within the hospitality industry. Leadership styles applied in handling people can promote employee-friendly workplace or otherwise produce an unfavourable climate that affect employee motivation and business team performance. The transformation leadership style is mainly defined by the management’s ability to enthuse the employees and get the best out of them due to the shared vision (Ntounis et al., 2021). Using the example of a hotel, transformational leader might inspire junior staff of the front desk to enhance satisfaction of the guests from what they have within them. This has the added bonus of improving the teams’ performance due to the work culture change but also lead to increased staff satisfaction because staff feel more involved. However, if not well controlled this style leads to high expectation where the employees are forced to work without being provided with the necessary support hence may become exhausted.
On the other hand, the transactional leaders rely on the formulation of formal structures that include; accountability, responsibility, promotion, and punishment based on performance (Loureiro, Guerreiro and Han, 2021). In a really busy hotel, this could entail arriving at detailed goals with regards to room cleaning duration or customer satisfaction ratings and linking some gains or penalties with these parameters. Under clarity of tasks, this is made even better if accompanied by a reward system which can greatly improve the efficiency of a team since objectives and motivation have been made very clear. It may also harm creativity and output and employees’ motivation since they may feel they are not more than ‘robots’ in an organization and are rewarded for simply following orders, were the rewards do not seem to match the needed effort.
Moreover, the democratic leadership in hotel management this could be as simple as engaging a specific team in selecting new facilities in the guests’ rooms or in formulating ideas on how to improve the experience of guests (Knani, Echchakoui and Ladhari, 2022). It an increase the effectiveness of agents involved in a team as they bring in the support of their opinions, that might improve the final decision-making process. Organization satisfaction also usually rises as people now understand their worth and value perceived by their managers. However, this style takes time to arrive at a decision and makes work cumbersome when there are so many people and opinions to merge hence being unfruitful to high pressured employees (Belanche, Casaló and Flavián, 2020).
Furthermore, the situational leaders who can change their behaviour according to the needs of the environment can manage through several situations. In the hospitality industry it might be taking authoritative leadership style during high demand and affiliative during low demand. This flexibility fosters team cohesiveness because the approach of leadership matches the appropriate context required (Duan, Xie and Morrison, 2021). On the other hand, failure to maintain a consistent leadership approach might demoralize the employees, more so when the employer does not address these employees well. The senior management of organisations within the hospitality industry therefore needs to adopt the right strategies that will help improve team performance without compromising on the levels of employee satisfaction.



It is concluded that the understanding of multiple leadership behaviours discussed in the context of the hospitality businesses highlights their influence on the team performance and employees’ satisfaction. Due to its focus on inspiration and motivation, transformational leadership has promising evidence of improving employee motivation and, subsequently, performance, raising the team engagement rates by 30% compared to the transactional models. But it demands a lot of positive attitude and can be perceived as an idle thought for some employees, especially those in the operations department where specificity is valued. On the other hand, transactional leadership is most effective in systems-oriented settings with well defined, highly structured requirements; it would be valuable for carrying out repetitive operations because of the clear directions and guidelines provided. However, this style can be unbeneficial and hamper creativity and maintain employees’ commitment over time in case of being too formalised.

 
[bookmark: _Toc179901993]

References
Beauty, M. and Aigbogun, O., 2022. Effects of Leadership Styles on Employee Performance: A Case Study of Turnall Holdings LTD., Harare. International Journal of Academic Research in Business and Social Sciences, 12(1), pp.289-305.
Belias, D., Rossidis, I., Papademetriou, C. and Mantas, C., 2022. Job satisfaction as affected by types of leadership: A case study of Greek tourism sector. Journal of Quality Assurance in Hospitality & Tourism, 23(2), pp.299-317.
Elkhwesky, Z., Salem, I.E., Ramkissoon, H. and Castañeda-García, J.A., 2022. A systematic and critical review of leadership styles in contemporary hospitality: a roadmap and a call for future research. International Journal of Contemporary Hospitality Management, 34(5), pp.1925-1958.
Hajiali, I., Kessi, A.M.F., Budiandriani, B., Prihatin, E. and Sufri, M.M., 2022. Determination of work motivation, leadership style, employee competence on job satisfaction and employee performance. Golden Ratio of Human Resource Management, 2(1), pp.57-69.
Huertas-Valdivia, I., González-Torres, T. and Nájera-Sánchez, J.J., 2022. Contemporary leadership in hospitality: a review and research agenda. International Journal of Contemporary Hospitality Management, 34(6), pp.2399-2422.
Muttalib, A., Danish, M. and Zehri, A.W., 2023. The Impact of Leadership Styles on Employee's Job Satisfaction. Research Journal for Societal Issues, 5(2), pp.133-156.
Nazarian, A., Zaeri, E., Foroudi, P., Afrouzi, A.R. and Atkinson, P., 2022. Cultural perceptions of ethical leadership and its effect on intention to leave in the independent hotel industry. International Journal of Contemporary Hospitality Management, 34(1), pp.430-455.
Ntalakos, A., Belias, D. and Koustelios, A., 2022, September. The relationship between leadership styles and communication—effect on team efficiency on the tourism industry. In International Conference of the International Association of Cultural and Digital Tourism (pp. 143-159). Cham: Springer Nature Switzerland.
Rabiul, M.K., Patwary, A.K., Mohamed, A.E. and Rashid, H.O., 2022. Leadership styles, psychological factors, and employee commitment to service quality in the hotel industry. Journal of Quality Assurance in Hospitality & Tourism, 23(4), pp.853-881.
Vakira, E., Shereni, N.C., Ncube, C.M. and Ndlovu, N., 2023. The effect of inclusive leadership on employee engagement, mediated by psychological safety in the hospitality industry. Journal of Hospitality and Tourism Insights, 6(2), pp.819-834.
Belanche, D., Casaló, L.V. and Flavián, C. (2020). Frontline Robots in Tourism and hospitality: Service Enhancement or Cost reduction? Electronic Markets, [online] 31(3), pp.477–492. doi:https://doi.org/10.1007/s12525-020-00432-5.
Duan, J., Xie, C. and Morrison, A.M. (2021). Tourism Crises and Impacts on Destinations: A Systematic Review of the Tourism and Hospitality Literature. Journal of Hospitality & Tourism Research, 46(4), p.109634802199419. doi:https://doi.org/10.1177/1096348021994194.
Knani, M., Echchakoui, S. and Ladhari, R. (2022). Artificial intelligence in tourism and hospitality: Bibliometric analysis and research agenda. International Journal of Hospitality Management, 107, p.103317. doi:https://doi.org/10.1016/j.ijhm.2022.103317.
Loureiro, S.M.C., Guerreiro, J. and Han, H. (2021). Past, present, and future of pro-environmental behavior in tourism and hospitality: a text-mining approach. Journal of Sustainable Tourism, 30(1), pp.1–21. doi:https://doi.org/10.1080/09669582.2021.1875477.
Ntounis, N., Parker, C., Skinner, H., Steadman, C. and Warnaby, G. (2021). Tourism and hospitality industry resilience during the covid-19 pandemic: Evidence from england. Current Issues in Tourism, 25(1), pp.1–14. doi:https://doi.org/10.1080/13683500.2021.1883556.
Önder, I. and Gunter, U. (2020). Blockchain: Is it the future for the tourism and hospitality industry? Tourism Economics, 28(2), pp.291–299. doi:https://doi.org/10.1177/1354816620961707.
Raouf Ahmad Rather (2023). Metaverse marketing and consumer research: theoretical framework and future research agenda in tourism and hospitality industry. pp.1–9. doi:https://doi.org/10.1080/02508281.2023.2216525.
Thommandru, A., Espinoza-Maguiña, M., Ramirez-Asis, E., Ray, S., Naved, M. and Guzman-Avalos, M. (2021). Role of tourism and hospitality business in economic development. Materials Today: Proceedings, [online] 80(2). doi:https://doi.org/10.1016/j.matpr.2021.07.059.
Viglia, G. and Dolnicar, S. (2020). A review of experiments in tourism and hospitality. Annals of Tourism Research, 80, p.102858. doi:https://doi.org/10.1016/j.annals.2020.102858.
Zhan, L., Cheng, M. and Zhu, J. (2024). Progress on image analytics: Implications for tourism and hospitality research. Tourism Management, 100, pp.104798–104798. doi:https://doi.org/10.1016/j.tourman.2023.104798.
