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It is crucial to understand that leadership does play an important role in team and employee outcomes. In the growing and competitive hotel and hospitality industry it is not only the leadership which affects how efficient the business is, but also how happy and engaged the employee is with their job (Hiebert and Klatt, 2019). Trait, Behavioural, Contingency, and Transformational are types of leadership that present diversified leadership approaches for team management. Both are advantageous and come with various opportunities and risks that have an impact on the team climate, productivity, and employee motivation. 
The trait approach is one of the oldest theories of leadership. It assumes that there are traits or qualities that people are born with that dissect them for leadership roles. The essential characteristics of leaders include intelligence, self-confidence, determination, integrity, and sociability (Schyns and Meindl, 2015). Although, this model finds it easier to find potential leaders’ critics suggest that there are shortcomings in terms of comprehensiveness of the role of situational variables and the concept of emergent learning. Behavioural theory replaces the inherent aspects of personality with the actions or behaviours of the leaders. This theory emphasises the fact that leadership is not about the leader’s persona or personality; it is about leadership actions or behaviour. The Ohio State and the University of Michigan studies were pivotal in identifying two primary leadership behaviours: work-related facets of his/her communication behaviour into two broad categories, which are: task-oriented (initiating structure) and people-oriented (consideration) (Northouse, 2022). The task-oriented have organisational concerns such as goal accomplishment and work distribution while the relation-oriented have concerns with the welfare of the subordinates and their needs. According to contingency theory, an organisation has to take into consideration the likely environmental factors for impactful leadership. The contingency theory proposes that there cannot be a form of leadership that is effective for all situations. Fiedler’s Contingency Model is one of the most famous ones, and the idea is that the leader’s performance is contingent upon the combination of the leader’s orientation: task-oriented or relationship-oriented, and the degree of favorableness of the environment: leader-member relations, task structure, and position of power (Sadler, 2019). Transformational Leadership Theory centres its concentration on the leaders who make their followers achieve optimal results. This type of leader is inspiring and free to generate terrific changes in an organisation together with motivation for an altered idea, creativity, and development of individuals (Bryman, 2011). This theory identifies four key components of transformational leadership. Each of the types of coercion is defined by the following types of leadership: passive leadership, inspirational communication, leadership by ideas, and personal encouragement (Yukl, 2013). 
Trait theory is one of the easiest and most plausible approaches to the population for natural leaders since it is based on genetic-endowment attributes including confidence, intelligence, and sociability (Northouse, 2022). Having great traits that combine allows the leader to immediately be believable and therefore get trust from the team. When a leader has qualities such as decision-making, honesty integrity, these can easily enhance morale through eliminating uncertainty. The contributions of trait theory are somewhat minimal in this aspect since it does not consider the aspect of development and flexibility which are deleterious to group performance. If a leader uses only traits for leadership and does not focus on the team’s needs and context, it is possible that the leader does not fit the team or does not understand how that can change for the better (Fleeson and Jayawickreme, 2015). Second, when the team members do not possess these characteristics, then they make them feel less valued, which, in rreaeturn, decreases motivation and even the inclusiveness of that particular team.
Behavioural theory was more elastic because organisational theorists did not focus on aspects of leadership personalities but on their behaviours. Employees can familiarise themselves with the leader and adjust their behaviour to satisfy the needs of the team, fostering communication, and cooperation (Gill, 2011). Working with a task-oriented leader results in enhanced output while a relations-oriented leader inspires a healthy working culture, greater morale, and satisfaction. It is a disadvantage in the sense that, extremes to either task or relationship-oriented behaviours may in some ways be counterproductive. A task-oriented leader may not pay attention to the welfare of a worker and may cause burnout while a people-oriented leader may not pay attention to productivity and this may cause frustration on the side of the workers who much emphasis on results (Yukl, 2013). 
The contingency theory stands out in that it holds that leaders have to change their behaviour according to the environment. Such flexibility allows the managers to have a closer look at diverse team members’ states and requirements; they can encourage where necessary and immediately assist in the crises (Clawson, 2021). Thus leaders should be able to apply modifications in communication to retain order within the functional groups, individual productivity as well and group targets. Consistent changes within leadership styles may hinder the teams or portray a lack of consistent leadership thus depicting instability. Here, if the employees feel that the leader is unpredictable, they are likely to doubt the leader, thereby damaging the team's focus and spirit. Additionally, considering and adjusting to changes for the fresher might consume time, consequently making the decision unreasonably slower, something that demoralises the team members (Bryman, 2011).
Transformational leadership is comprehensively effective in the areas of morale and teamwork in organisations. A vision is created and shared by management and the goal is to stimulate creativity, innovation, and workmanship of employees. It creates a culture of why organisations are doing things and why are people doing that work, which in most cases leads to better engagement and company loyalty (Lynch, 2012). Transformational leadership increases pressure on employees and requires constant creativity and devotion to effort. They require mutual trust between the leaders and followers, which may be practically impossible while working in large or formal organisations where leaders cannot personally engage with all the followers (Bryman, 2011).
In the high-profile hospitality leaders, it is realised that trait theory uses the backcloth of attributes inherent in the persons, and one such personality, Horst Schulze, who was the former president of Ritz-Carlton, popularised the hotel by focusing mostly on customer orientation. For this reason, the operationalisation of the proposed model, Schulze’s confidence building through visionary communication, integrity, and decisiveness, established a culture of service excellence (Laughlin, 2021). While he was the head of Ritz-Carlton, it created its well-known saying  ‘We are Ladies and Gentlemen serving Ladies and Gentlemen,’  which began fostering high employee morale as guests were considered crucial elements for creating high-quality client experiences. The key idea of the behavioural theory, which isolates leadership behaviours, is reflected at Hilton Hotels in its twofold concentration on task and relationship leadership (Waite, 2008). The management training programs at Hilton combine both a task content model and a relationship content model. For example, a manager can work at the tactical level to make a schedule of daily meetings for reviewing guests’ comments (a task), and at the same time, the team members should be appreciated (relationship) (Kwasnicka et al., 2016). It also enables the formulation of good coordination in an organisation to tackle the demands of the guests with high morale. The hospitality industry is all the more ideal for contingency leadership because of the fluid and uncertain environment of hotels. Managers at the Four Seasons Hotels are aware that they can adapt the management styles according to the geographic location of the company’s property and the needs of the hotel. For example, a hotel situated in a busy business centre might resolve organisational conflicts through a professional approach and aiming at coping with a great number of guests, whereas a luxurious resort might target interpersonal interactions and offer great individual attention to guests (Otley, 2016). This flexibility improves intra- and interpersonal relationships as well as an organisational culture since the leadership behaviour fits the situational context. Transformational leadership is most fits in luxury hotels especially where issues to do with customisation and innovativeness are important with regards to guest experiences. This style was well demonstrated by Arne Sorenson, the former Marriott International CEO, who spearheaded several reorganisational changes at Marriott, especially through the Marriott-Starwood deal. Sorenson made the whole process of integrating the brands particularly easy and made everyone embrace the vision in what seemed like a chore (McAdam and Miller, 2019). Sorenson also improved team engagement by encouraging staff to adopt change by shifting their attention to providing good guest service. 
There are great impacts of leadership styles on team effectiveness and employee satisfaction. According to trait theory, leaders have some set of fixed characteristics, which include determination, honesty, and other qualities, that compel teams to work to optimal levels. Directive leaders create trust and control rapidly with such personality traits hence creating vision and stability (Waite, 2008). Overemphasising the fixed traits might be constraining because leaders do not undergo a transformation based on the dynamics of subordinates or other circumstances of their activity (Derue et al., 2011). When employees think their team leader is inaccessible or has an authoritarian character, he or she hinders full disclosure or communication thus escalating the gaps between the group members. 
Behavioural theory is based on learned behaviour and, therefore, concentrates on the behaviour of leaders in organisations rather than their character. How leaders can Leaden the conflict between assertiveness and endorsement tasks-orientated behaviour and the relation between qualm-orientated behaviour exists by improving both the volume of work output and job satisfaction (Hogg and Rast, 2012). For example, a leader who aggressively sets goals, and communicates accurate feedback (task-oriented) in addition to acknowledging the team's accomplishment and creating a positive group climate (relationship-oriented) will increase general team efficiency. This leads to the formation of extremes where either of the two aspects of the tasks and relationships is overemphasised. By urging task work, a leader may achieve performance, but at the same time defeat employees and overwhelm them with stress. On the other hand, leaders with a highly relational focus may be handicapped in dealing with performance problems, and thus decrease organisational performance (Metcalf and Benn, 2012).
By evaluating the components of the group, both in terms of internal and outward characteristics, team leaders can effectively focus on how to achieve optimal performance and high motivation levels of the teams working for them. For instance, during emergencies, the use of a more, objectively speaking, functional orientation allows for quick resolution of the problem, while in creative integrations, a relationship-oriented approach motivates enthusiasm and innovativeness (Hanisch and Wald, 2012). Nevertheless, such changes in leadership style may cause confusion or oscillations. If the employees do not know how that leader will behave in certain circumstances, trust and organisational cohesiveness may suffer (Battilana and Casciaro, 2012). Such contradiction may lead to confusion or stress for a team, reducing their propensity to work together hence decreasing satisfaction levels.
Transformational leadership empowers team well-being and success and also increases employee satisfaction. Autonomous, empowering, and individual considerate leaders are more likely to have the power to enhance the morale, and productivity of their employees or teams. Despite the many benefits of transformational leadership particularly, the focused use of high expectations and improvement may prove undue pressure on some of the staff when the working environment is complex and dynamic (Northouse, 2022). Subordinates are also likely to experience stress or burnout given that they will have to be innovative all the time or make so many sales. 
It is reasonable to identify leadership styles as one of the important factors influencing the effectiveness and satisfaction of work teams in the hotel and hospitality industry. These four leadership theories include: Trait leadership, Behavioural leadership, Contingency leadership, and Transformational leadership all carry their strength and weaknesses influencing the team's motivation and productivity in different ways. While Trait and Transformational leadership is generally more inspiring for groups, there is a need for more flexible Behavioural and Contingency leadership.
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