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Assessing the Impact of Different Leadership Styles on Team Effectiveness and Employee Morale in the Hospitality Industry
Introduction
Management is central to operations in organisations and influences teams and organisational success, particularly in the hospitality industry (Köseoglu et al., 2020). Managers bear the overall accountability, and the organisation requires them to be decision-makers, morale boosters for the employees, and operation escalators (Schermerhorn Jr and Bachrach, 2020). Given the importance of the employee-customer interface in the hospitality industry, it was important to establish how leadership behaviour implemented by managers impacted, team performance and employee job satisfaction. Kaufmann of the University of Delaware notes that leadership styles affect the behaviours of the employees and morale in hotel management and thus the purpose of this essay is to discuss these effects of different leadership. As desired this essay will aim to assess which leadership theories may be efficient and, on the contrary, may be toxic to the productivity along morale of the team in the hospitality industry, an evaluation of potential and actual strengths and weaknesses of the specific leadership theories will be in a focus of the following conversation.
The practice of leadership has developed over time to explain the impact that the different theories of leadership have on organisational outcomes we consider (Northouse, 2021). The first theory is Trait Theory according to which character features including brain power, assertiveness, and/or magnetism are work suitable for all leaders. Hence it does not fully explain the relationship between leadership styles that have been applied in different situations and even in different organisations (Huertas-Valdivia, Gallego-Burín, and Lloréns-Montes, 2019). For instance, in the hospitality industry where flexibility and interpersonal skills are critical for success, leaders need to move beyond the attributes to the behaviour level that may influence organisational commitment, teamwork, and interpersonal relations.
The second most commonly discussed theory is the Behavioural Leadership Theory, which emphasises what leaders do (Uslu, 2019). Two leadership behaviours analysed in this theory are task constructive leadership and relational constructive leadership (Kaluza et al., 2020). The task-focused leaders major on getting things done and coming up with solutions on time regardless of the employee’s welfare (Elli, 2022). On the other hand, relation-oriented managers tend to concentrate on interpersonal relationships to ensure the team supports each other. 
In the specific studies conducted among the hospitality industry employees, because engagement is essential for employees that in return improves the quality of services delivered in this industry, a relationship-oriented solution might be more effective in enhancing team unity and productivity. However, task-oriented leadership may also be useful during important periods for a business, like during holiday seasons, for example, and this is because during such times; decisions have to be made independently and fast while ensuring that all set procedures are followed (Williams, 2023). 
The two forms of leadership encompassed in the current organisation research include Transactional and Transformational leadership (Nielsen et al., 2019). Transactional leadership is founded on the belief that the followers are motivated through both rewards and punishments; the leaders give directives and in return are given specific outcomes for these incentives or consequences (Algahtany and Bardai, 2019). This leadership style is helpful in hospitality management organisations because the leader always maintains order and assigns tasks based on the needs of the organisation. For instance, in a hotel, transactional leaders may encourage or discourage employees based on the achievement of a certain number of customer service points (Roibu, Nica, and Hornoiu, 2019). However, although transactional leadership behaviour may increase the immediate improved outcome, this form seems to be ill-suited for fostering the long-term motivation of the employees in the case of the present study because it is mostly built on the extrinsic reward.
On the other hand, the Concept of Transformational Leadership advocates for the encouragement of the personnel to the highest levels of performance with the support of the workforce (Crowley, 2022). Organisational transformation leaders empower creativity, innovations, and shared vision, and they are role models. In particular, hotel management recognises that adopting transformational leadership can greatly increase group cohesiveness and, therefore, team productivity. One major area that benefits from this style is the morale of employees because the control system deals with the development of the personnel and recognition of individual efforts (Setiawan et al., 2021). For example, a leader who employs a transformational leadership style in a hotel can engage some workers, train them, guide them, and ensure that they are motivated to perform their duties. It can result in better job satisfaction as well as the way people work in the team.
Leadership plays a crucial role in matters relating to organisational performance and the flow of interdependence among human resources within organisations with specific reference to hospitality organisations where human resource is determinative of client satisfaction (Litwin and Eaton, 2018). Apart from coming up with decisions, leaders must encourage people, improve their morale, and increase the productivity of the operations being undertaken (Kaydos, 2020). This essay aims at comparing leadership as it concerns the hotel industry especially when it comes to managerial operation and its effect on employees’ motivation.
The Situational Leadership Theory based on Paul Hersey and Kenneth Blanchard suggests that there are no leadership styles for most situations (Raza and Sikandar, 2018). Therefore, leaders need to use the level of development of working skills by their subordinates, the type of task, and the level of urgency as factors that define their proper strategies. In the specialty of hospitality, where groups may comprise respondents with different levels of competence, the situational leadership model displays its advantages.
For example, a hotel manager may practice authoritative management behaviour with the new subordinate of the group because the new subordinate needs some direction and close monitoring from the manager. Using such an approach guarantees that the newly recruited staff does know what their obligations are, and this is quite important since in a hotel, such factors as response rates have a direct bearing on the guests’ satisfaction (Mullins, 2019). Thus, managers can provide individual attention and direct attention to growing their staff competence as well as to maximize the efficiency of a team.
On the other hand, when dealing with a workforce that has been at the workplace for some time, the manager might adopt a dilatory leadership style and hence delegate responsibilities among his or her staff members. This type of approach enhances informal coordination and creates a setting where individuals provide feedback on their concepts and recommendations hence increasing morale and enthusiasm. Since Witherington's situational leadership model is very flexible, managers can easily meet the needs of employees and hence improve the performance of employees thus increasing their commitment (Bocarnea et al., 2018).
Autocratic Leadership is a form of leadership that is marked by decision-making by leaders with little or no input from other members of the team. This leadership style can be beneficial in emergencies for the organisation when fast decision-making is critical, for example, during a hotel emergency or an unexpectedly high flow of guests. In these contexts, the autocratic personality can be put to good use as an organising authority can come into play and make sure that whatever measures are required, are taken immediately.
However, although autocratic leadership can produce positive outcomes as it simplifies the process of management and achieves successful results quickly it can also lead to such negative effects as a reduction in creativity and satisfied workers' opinions. Everyone may consider his/her contribution as insignificant, and the workflow might be unproductive and boring. In the case of a service organisation especially in the hospitality industry where direct employee-customer interaction is rather common, low morale is likely to reduce the quality of service being offered to customers. Therefore, the author concludes that though autocratic leadership works under certain conditions, it is important for the leaders to sometimes allow the subordinate employee to have some participation and decision-making.
Democratic Leadership is therefore quite the opposite of democratic leadership, in which the leader consults with the other members of the team as well as considering their opinion concerning the decision to be made. This leadership style allows for people to be involved in all processes, and this may lead to high employee satisfaction and group cohesion. In the case that in the hospitality industry, many of these workers have direct interaction with customers, a democratic environment would help bring about a dramatic improvement in both staff motivation and organisational service delivery.
For instance, an executive from the democratic perspective of a hotel may consult the employees on ways to enhance the customer experience where subordinates are free to contribute to its discussion. Leaders should listen to the employees; by so doing, they will end up receiving more commitment and ownership from the staff and also unleash creative ways of dealing with customers. This participative approach not only improves the functional aspect, and the social aspect by creating a favourable working culture among the employees but ultimately increases their productivity level Mullins and Dosser, 2013).
Transformational Leadership is another important style in hospitality management is transformational leadership with the focus on the idea that a competent manager can help to realise the full potential of the employees (Saira, Mansoor, and Ali, 2021). Multicomponent leadership involves empowering workers to be creative and innovative to work towards the leaders and organisational goals. Thus, with examples and concern, such a leader can have an equally spectacular effect on performance and organisational morale.
A couple of examples that transformational leaders might have within a hotel environment again would be the development and training of the employees for their self-improvement (Jaderi, and Abushaqdam, 2023). Besides individual benefits, this kind of investment in employees helps organisations increase total organisational performance. Employee satisfaction leads to an increased level of employee commitment and encourages the provision of quality service. For instance, a transformational leader will put into practice mentorship, where experienced personnel can help the young ones. It therefore builds effective Teamwork as it also helps in the provision of a healthy working environment.
Also, positive and proactive with change, transformational leadership is effective in facilitating change where organisational change is necessary (Peng, Li, Wang, and Lin, 2021). In the context of a fast and ever-changing environment that can occur in the hospitality business, leaders with transformational dispositions are capable of wisely responding to emerging issues and influencing their people to accept positive changes. This flexibility is essential for an organisation that aims to maintain the dexterity with which the competitive advantage is delivered given the dynamic nature of the banking industry.
The research on leadership styles team effectiveness and employees’ morale in the hospitality industry is quite vivid (Zargar, Sousan, and Farmanesh, 2019). This is because they include transformational leadership and democratic and situational leadership. After all, they enhance interactions among the team and employee satisfaction. Therefore, autocratic and transactional types of leaders who can still be valuable on some occasions can be damaging to maintaining high levels of engagement and motivation among employees.
For instance, as indicated in the case of the hotels that use transformational and democratic leadership, then the returns from the employees are higher levels of satisfaction and commitment. When employees of a given team are appreciated and encouraged to be part of the team, then they will work harder in fulfilling their tasks and thereby deliver good results through offering healthier guest experiences and improved organisational performance. 
On the other hand, using autocratic power to guide the operations of a company, may result in poor performance and demoralised workers. In highly creative and innovative environments, low employee engagement typically leads to suppressed motivation and poor group performance. Hotel managers must understand that an autocratic organisational culture does not work and should try their best to foster an organisational culture that will allow employees to provide their input.
Conclusion
Altogether, what has been discussed shows that leadership in the hospitality industry must consider divergent leadership approaches and their implications on a team’s productivity and staff motivation. More than leadership style, the situational leadership model emphasises flexibility giving the manager the strategy that fits best the behaviour of members and the requirements of the context. While autocratic leadership is characterised by its efficient decision-making in times of crisis and quick implementation of these decisions, democratic leadership has its strengths in inspiring cooperation and considering everybody’s opinions.
Finally, it is revealed that transformational and situational leadership types are significantly helpful in improving employee motivation and organisational behaviour in the hospitality management sector. Paradigm Insurance Paper, by promoting a culture that embraces and rewards employees and developing policies that encourage employees’ growth, the leaders make significant changes that benefit organisational performance and employees. Hotel managers must adapt, understand other people’s emotions, and be persuasive to enable group accomplishment in such a volatile and consumer-driven sector. 
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