[image: ] 
Assess the impact of different leadership styles on team effectiveness and employee
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Leadership is a critical element in any organisation, particularly in the hospitality sector, where the quality of service directly influences guest satisfaction and business success.
 In recent years, various leadership styles have emerged as essential frameworks for effective management within hotels and restaurants (Arman and Organ, 2023).

 This essay examines the predominant leadership styles in the hospitality industry, focusing on transformational, transactional, and servant leadership, as well as the insights offered by Mullins' and Mintzberg's theories.
 By assessing and comparing these approaches, the essay aims to illustrate how different leadership styles can impact company employee satisfaction and performance.

 Transformational leadership means inspiring and motivating employees to go beyond their interests and goals in favour of the company, which is why it is considered one of the most critical leadership styles (Bass, 1985)

According to Herzberg’s Two-Factor Theory, also known as the Motivation-Hygiene Theory, job satisfaction and dissatisfaction arise from two distinct sets of hygiene factors and motivators.

 Hygiene factors, such as salary, job security, and working conditions, can prevent employee dissatisfaction but do not inherently motivate employees.
 In contrast, motivators—such as recognition, opportunities for personal growth, and the nature of the work itself—are crucial for fostering job satisfaction and encouraging employees to perform at their best (Holston-Okae and Mushi, 2018).

Understanding these factors is vital for effective leadership in the hospitality industry. For example, transactional leadership primarily focuses on extrinsic rewards and transparent policies and aligns closely with hygiene factors. While this leadership style may prevent dissatisfaction, it often falls short of promoting long-term engagement and passion for work (Arman and Organ, 2023).
 Leaders who rely heavily on transactional methods may need to help maintain a motivated workforce, particularly in high-stress environments where creativity and personal initiative are essential for exceptional service delivery (Kaya and Karatepe, 2020).

 

Conversely, transformational and servant leadership approaches resonate more with Herzberg’s motivators by fostering a work culture grounded in trust, empowerment, and personal development.

 Transformational leaders inspire employees to align their personal goals with the organisation’s vision, which enhances intrinsic motivation.
 By actively involving employees in decision-making processes and valuing their contributions, transformational leaders create a work environment that nurtures satisfaction and performance (Lee and Kim, 2019).

 

According to Patiar et al . (2016 ), transformational leadership enhances workplace dynamics, highlighting its significant impact on job satisfaction and governmental commitment among upscale hotel employees. 
Leaders embodying this style create a supportive atmosphere that values team contributions, leading to improved performance and reduced turnover rates.
 By encouraging trust and respect, transformational leaders pursue a work environment where employees feel empowered and motivated to excel, essential attributes in an industry marked by high customer interaction and service delivery levels.
This reinforces the limitations of transactional leadership in industries like hospitality, where employees' intrinsic motivation—such as a sense of purpose and personal growth—plays a vital role in driving service excellence.
 As a result, leaders who rely too heavily on transactional methods might struggle to retain highly engaged and motivated employees, especially in high-stress environments that demand creativity and personal initiative (Huertas et al., 2021).

The opposite of transformational leadership is transactional leadership, which adopts a more authoritarian and structured approach, while transformational leadership thrives by inspiring and motivating teams to have a shared vision. 
Therefore, transactional leadership emphasises established processes and clear expectations, which makes it remarkably effective for maintaining operational efficiency in the hospitality industry (Kaya and Karatepe, 2020).
 Thus, transactional leaders create an environment where employees have well-defined objectives that they need to achieve, offering them certain rewards such as bonuses or recognition for their performance. 
These leaders can promote an environment focused on accountability and performance by clearly establishing the standards expected from their staff and rewarding them with tangible rewards.

 

However, while transactional leadership can yield short-term performance improvements, it often needs to improve in cultivating long-term employee satisfaction or loyalty. 
The rigid nature of this leadership style may inadvertently stifle creativity and innovation—essential elements in an industry driven by exceptional customer experiences (Mullins, 2019). For instance, a transactional leader may prioritise operational efficiency and strict adherence to standard operating procedures in a limited-service hotel. 
While this focus on consistency can ensure a certain level of service quality, it may limit employees’ opportunities for personal development and the ability to suggest improvements, leading to a lack of engagement and job satisfaction.

Huertas et al. (2021) state that excessive reliance on transactional leadership can lead to a higher employee turnover rate. 
In such cases, employees may become discouraged, perceiving their work as tasks to be completed rather than essential contributions to the company’s success.
 This disconnection can foster a workplace culture where employees feel uninspired and disengaged, thereby compromising the operational efficiency that transactional leadership aims to achieve.
Therefore, the great challenge for hospitality industry leaders lies in finding a balance between promoting a work environment that encourages employee engagement and satisfaction and maintaining operational standards. 
By recognising the workforce's unique needs and providing them with a degree of adaptability within established structures, leaders can create an environment where employees feel valued and motivated.
 

Another leadership style found in the hospitality industry is servant leadership, which prioritises the needs of employees and encourages leaders to serve their teams.
 This approach is particularly beneficial in hospitality, where frontline staff are crucial in delivering exceptional customer experiences. 
Leaders who adopt servant leadership focus more on developing their employees' strengths and provide support and resources to help them succeed (Neubert et al., 2016).
 By fostering a culture of trust and collaboration, servant leadership can enhance employee morale, increase customer satisfaction, and improve service quality.
Research by Caldwell et al. (2019) highlights the positive impact of servant leadership on employee performance and psychological well-being. It suggests that when leaders prioritise their team’s needs, it leads to enhanced job satisfaction and loyalty. 
This leadership style is prevalent in high-stress environments like hotels, where employees face demanding workloads and challenging customer interactions (Caldwell et al., 2019).
 For example, a hotel manager practising servant leadership might actively listen to staff concerns regarding workload and implement strategies to alleviate stress, such as providing additional training or adjusting work schedules.

The servant leadership approach fosters a positive workplace culture and aligns with the hospitality industry's emphasis on customer service. When employees feel supported and valued, they are more likely to deliver outstanding service to guests, increasing customer satisfaction and repeat business (Kirkman and Rosen, 2019).

Mullins and Mintzberg's theories provide additional insights into leadership dynamics within the hospitality sector. Mullins (2019) posits that influential leaders must possess a blend of technical, interpersonal, and conceptual skills to navigate the complexities of hospitality management. This framework underscores the importance of adaptive leadership styles, suggesting that leaders should be versatile in addressing varying management challenges.

 

Mintzberg (1973), on the other hand, highlights the significance of managerial roles in shaping and overseeing culture and employee engagement. He identifies ten managerial roles grouped into interpersonal, informational, and decisional categories and stresses that influential leaders must be adept in all areas to foster a productive work environment. In the context of hospitality, this means that leaders must not only direct operations but also nurture relationships with staff and customers, ensuring an integrated approach to service delivery.

An example is a hotel manager who can also assume the role of a mentor, helping employees advance in their careers while fulfilling responsibilities related to decision-making in emergencies. 
Therefore, correctly applying Mullins’ and Mintzberg’s theories to advance in their careers while fulfilling responsibilities related to decision-making in emergencies. Thus, applying Mullins’ and Mintzberg’s theories properly can motivate hospitality industry leaders to enhance their managerial success and become more effective.
 

In conclusion, studying transformational, transactional, and servant leadership styles alongside Mullins and Mintzberg's theories illustrates how complex leadership can be in the hospitality industry. 
Transformational leaders inspire engagement and innovation, while transactional leaders focus on efficiency and performance. Servant leadership is a compelling approach that promotes employee satisfaction and loyalty by supporting and helping them develop.
 

To thrive in the hospitality industry, managers in this sector must understand these diverse leadership styles and their implications for achieving managerial performance that is crucial for success.

 

Thus, employees are an especially crucial factor influencing management performance in the hospitality sector. They can be more productive by providing customers with superior-quality services and having a lower turnover rate, positively contributing to a hotel's higher profit. 
Therefore, these leadership styles have a significant impact on employee engagement levels. The choice of leadership style can lead to disengagement or promote a supportive environment.
Another example is transformational leaders, who are exceptionally skilled at enhancing employee engagement through their ability to motivate and inspire staff. By effectively communicating a vision, these leaders encourage team members to align their personal goals with those of the executive (Kirkman and Rosen, 2019).
 On the other hand, transactional leadership, which emphasises rewards and punishments, may fail to develop a strong emotional connection between employees and their work, potentially leading to a disengaged workforce.

According to Huertas-Valdivia et al. (2021), this study highlights the importance of leadership styles in shaping employee engagement in the hospitality industry. The research found that transformational leadership is associated with higher levels of engagement, while transactional leadership correlates with lower engagement levels. Therefore, adopting a transformational approach could significantly enhance employee satisfaction and engagement in hospitality settings.

In the hospitality industry, customer satisfaction is essential, and leadership plays a vital role in achieving this goal. Leaders set the tone for the service culture within their administration, thus influencing how employees interact with guests. 
Therefore, transformational and servant leadership styles have been associated with significant levels of customer satisfaction.

 

Transformational leaders empower employees to take initiative and make decisions that enhance the guest experience. 
A hotel manager who encourages staff to produce ideas for improving and developing customer relationships to address guest complaints is an example of this.
This fosters an environment where employees feel motivated to provide quality service and are appreciated. This, in turn, leads to higher levels of customer satisfaction, as guests perceive this genuine commitment to their needs.

 

Servant leadership also aligns closely with customer satisfaction objectives. Leaders who prioritise the well-being of their employees create a culture of care that translates into exceptional service for guests.

 According to Caldwell et al. (2019), servant leadership fosters a supportive environment that enables employees to perform at their best, resulting in improved customer experiences. This symbiotic relationship between employee and customer satisfaction is particularly evident in luxury hotel brands, where service excellence is a core brand value.

Organisational culture is another area significantly affected by leadership styles. Leaders shape the culture of their organisations through their behaviours, values, and decision-making processes. In the hospitality industry, a positive organisational culture is essential for attracting and retaining talent and ensuring high service quality.

 

Mullins (2019) posits that influential leaders must be aware of their impact on organisational culture and actively work to cultivate a positive environment. Transformational leaders, for example, are known for creating a culture of trust and collaboration, encouraging open communication and teamwork among staff. This inclusive approach helps to break down hierarchical barriers, fostering a sense of belonging and commitment among employees.

 

Conversely, transactional leadership can lead to a culture of compliance rather than commitment. When employees feel they are merely following orders without input or recognition, their engagement levels may diminish, affecting their performance and the organisation's overall culture.

As Mintzberg (1973) suggests, leaders must recognise their role as cultural architects, shaping the organisational environment to promote employee satisfaction and service excellence.

In conclusion, this essay highlights the relationship between leadership styles and various aspects of bureaucratic performance in the hospitality industry. Transformational and servant leadership are powerful approaches that enhance employee engagement, increase customer satisfaction, and promote a positive culture. While transactional leadership may seem effective in certain contexts, it can create distinct levels of satisfaction or engagement.
 

As the hospitality industry continues to evolve, leaders must adapt their styles to meet the changing needs of both customers and employees. By embracing the principles of transformational and servant leadership, managers in the hospitality industry can create environments that lead to business success and improve employee well-being. This integrated approach will lead to a thriving managerial culture, increased employee satisfaction, and exceptional customer experiences.
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