Assess the impact of different leadership styles on team effectiveness and employee morale in the hospitality industry
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   Management is an important aspect in maximizing the performance of any organization and this is more so felt in organizations that involve teamwork like the hotel management businesses. There are different leadership theories in leadership literature that have evolved from time to time to explain how leaders can influence people, motivate and coordinate people in organizations (Robbins and Judge, 2018). They are each effective in different ways, and all have different drawbacks because of how they affect group dynamics and employee satisfaction levels. In a field like hotel management, where businesses are busy and directly focused on the customers, the choice of leadership factors could be a decisive factor to have a productive team or not (Griffin, Phillips and Gully, 2020). As for this essay’s layout, it will begin with a short summary of the most important leadership theories and would then proceed to describe the advantages and disadvantages of one leadership style in the framework of team dynamics and employees’ morale and, finally, this essay will involve several cases of practical usage of leadership styles in hotel management. Lastly, there will be consideration of ways in which various styles of leadership either promote, or detract from, team productivity and employee engagement.

Since the leadership concept was developed, scholars have advanced different ideas on what kind of leadership is suitable. Some of the greatest known theories are the Trait Theory, Behavioural Theory, Contingency Theory, Transformational Leadership, Transactional Leadership and Servant Leadership (Al Khajeh, 2018). The Trait Theory of leadership postulates that there are in-born characteristics of some people that makes them good leaders. The signs of leadership, for instance, charisma, decisiveness, assertiveness and other leadership qualities are viewed as being pre-programmed into the human being rather than being products of training. Strengths of this theory includes emphasizing the importance of personality and natural ability, but weaknesses include inability to explain the environment that the leader must work in (Uslu, 2019). It means that leadership cannot be taught; this is a rather restrictive outlook in the current developing leadership paradigm. Behavioural Theory, however, takes interest in how leaders behave rather than genetics. It implies that leadership is a set of acquired behaviours, and as such, anything can be learned in leadership, thus they can turn anyone into a leader (Benmira and Agboola, 2021). This theory classifies leaders into two categories: the first one being the task-orientated and the second one being the people-orientated. Although this practice recognizes the fact that leadership skills can be taught, it lacks the aspect of versatility as the leader. Contingency Theories which include Fiedler’s Contingency Model assert that there is a direct correlation between leadership and situation. In this theory, this means that there cannot be one right way of leading in each organisational setting. However, the leadership styles required need to evaluate the situation and context in relation to the task, people, and place appropriately (Villoria, 2023). For instance, when there is conflict of interest, the task-oriented approach could be used to resolve the conflict since the conflict involvement is associated with high stress. Transformational Leadership pinpoints a need to engage the employees by motivating them towards achieving organisational objectives more fervently. Organizational citizenship aims at creating the future and making people attend to common objectives. This type of leadership is very good in organizations that need change and innovation because it enhances innovation and morale (Siangchokyoo, Klinger and Campion, 2020). However, it can be also challenging for leaders because such a system implicates the necessity to have a subtle emotional intelligence and consequent motivation of employees. On the other hand, Transactional Leadership is underpinned by the concept of reward and/or punishment. It is the leadership style where leaders define objectives and expectations and employees receive awards if those objectives are met (Ma and Jiang, 2018). Though this approach can spell success and increase efficiency throughout a certain period, it does not build contentment at work and creativeness. A lot of drawbacks are observed the employees can be obsessed with the bonuses and do not have enough interest to work effectively in the organization. Servant Leadership is still comparatively newer and focuses on the leader being a supporter of the people in his team (Armstrong and Taylor, 2023). This type of leaders always put the interest of their employees in check hence providing all the necessary tools that the employees may require in their line of duty. This approach fosters teamwork and cooperation, but it may take a long time to implement since it is more suitable for organizations with ‘team-credit’ cultures; and the organizational structure of the organizations in question is more competitive.

Leadership style known as Transformational Leadership which is, for instance, reputed especially in terms of driving the search for innovation, of boosting morale, and of enhancing the quality of working relationships within a team (Bush, 2018). However, one must also evaluate the benefits as well as demerits towards the working of a team as well as morale of the employees. There is a certain overlooked quality found in transformational leaders; one of which is that they have the power to spur or encourage their people. In this way they build a vision and cause that people can committed to ensures people in the company feel valued and part of something bigger. This can lead to better morale since people just don’t want to punch the time clock and sit around doing nothing all day (Kotamena, Senjaya and Prasetya, 2020). Lastly, while in leadership, transformational leaders foster innovation, which might be important in volatile organisations such as hotel management that requires adaptation to customers. The other advantage of transformational leadership is that it will enhance team cohesiveness. Such leaders are more inclined to shape the organizational environment to where the employees understand and embrace common objectives and goals. This can improve overall team performance because rather than focusing on what is in it for the individual everyone wants the team to succeed. However, there are several associated with this structure of leadership, as well (Manu, 2022). The one weakness that could be mentioned is that there is often much emotional energy therein for a leader to employ. Encouraging and uplifting a team could be very draining, and not all leaders have the energy to bring this level of enthusiasm to the team in the long run. Its effectiveness may decrease in situations in which the employees do not have to base their performance on visionary leadership or in situations where the tasks are less ad hoc. Also, in cases of transformational leadership, followership is a conforming phenomenon that can become detrimental because it leans heavily on the imagination of the leader. The individual working under the leadership of the leader may sometimes get obsessed with the leader’s objectives to the extent that they forget about their growth or creativity (Deng et al, 2023). This can lead to either burnout or disengagement, particularly if staff feels as if they are not being empowered enough to contribute insight.

The hotel industry presents a rhythmic environment that has leadership styles greatly influence business operations. My observation is that in hotels, the managers are bound to handle a great number of responsibilities such as managing guest satisfaction and staff productivity. Adaptability in Leadership in this context should be denoted as for one example, different teams (such as front desk, housekeeping and food service) will need different approaches.
Hotel management is rife with great opportunities for transformational leadership; innovation and the need for better service standards can both be propelled to greater heights using transformational leadership. For instance, the renowned Four Seasons Hotel chain is famous for its first-rate customer service; the reason for this is partly due to undertakings by transformational leadership (Alzoubi and Jaffar, 2020). Four Seasons’ two main priorities are employee development and motivation — the company pushes staff to supply personalized service of the highest quality (Four Seasons, 2024). It enables the employees to be empowered to go over and beyond for the guest and thus increasing the guest’s satisfaction and the guest’s loyalty. But not all parts of hotel management necessarily require transformational leadership. For organizations in more routine departments, like housekeeping, that require well defined and less creative tasks a more transactional approach would probably be more effective. In these roles, employees may like guidelines and immediate rewards for doing things quickly rather than having constant vision of a goal in the distance or being excited by new innovations.
Hotel management is one of the places where transactional leadership is also frequently used, especially in departments that require a strict compliance with standards and protocols. For instance, in housekeeping of hotel example, transactional leadership work because it gives clear instructions and pays workers to meet set standards (Ming, Ming and Harun, 2021). This consistency style of writing is important to sustain the reputation of the hotel. While transactional leadership does not always ensure satisfaction of the employee. It is basically focused on the rewards or the punishments and hence it might not inspire them for or professional growth but for more rewards. Employees may only see themselves working for external rewards and dislike it over time. In contrast, transformational leadership tends to do a better job of meeting the requirement of personal development and job satisfaction in more outward facing or creative roles.
Servant leadership has a place in hotel management, specifically it helps to manage a strong, supportive culture between employees. In a hotel manager who demonstrates this sort of servant leadership, the primary focus is upon the needs of his staff, so he does what he can to provide for his staff to complete their tasks at hand effectively (Rabiul et al, 2022). Say a hotel places a strong emphasis on employee work life balance and wellbeing it reduces turnover, boosts morale and improves the service which overall, makes for a more cohesive unit. Boutique hotels where personalized, employee centric leadership rules this approach can be seen. But with bigger hotel chains that’s often not practical. If that’s the case, the naturally slower decision-making processes of servant leadership can impede operational efficiency, particularly when speed to respond is a necessity.

The same leadership style can affect team effectiveness and employees’ satisfaction to an extent. At transforming leadership, effectively teams work with being the collaborators and inventors. When employees feel, their work is contributing to a bigger goal, they are often more engaged — which is good for everyone (Suprayitno, 2024). Furthermore, the hole team cohesion is strongly facilitated by the propensity for transformational leaders to promote open communication and feedback. But that won’t always work as well in all team environments. In other words, say a team including members who are not receptive to visionary leadership or those that prefer more structured tasks makes it difficult for a transformational leader to motivate them (Hajiali et al, 2022). In these instances, a more transactional approach might be needed to give clarity and incentives these types of employees need to perform their job efficiently. The leadership styles also determine the level of employee satisfaction. Encouragement is needed to motivate a leader to undergo personal growth and recognition of individual contribution which will mean boosting morale. Those opportunities for growth and attention to effort make employees’ feel valued and satisfied in their roles. However, transactional leadership alone is not likely to have a significant positive impact on long term job satisfaction (Eliyana and Ma’arif, 2019). Higher turnover rates can happen when employees work only for rewards and feel they are just employees. On the other hand, such as servant leadership can be extremely effective to enhance employee satisfaction by generating a supportive and cooperative environment. Such settings encourage employees to feel cared for and appreciated, and as result it can increase job satisfaction and increase employee loyalty.

Leaders in hotel management need to be adaptable to the style he must follow in his teams and challenges. We know, the most effective leaders are those who can inspire with structure and build a positive work environment while also maintaining standards. Ultimately, the best way to be a successful leader is to know that each team has their own needs and be willing to change leadership styles to fit those needs as necessary.
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