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Assessing the Impact of Different Leadership Styles on Team Effectiveness and Employee Morale in the Hospitality Industry

Without a doubt, an organisation can only operate effectively in the hospitality industry with strong leadership that can influence team dynamics and improve employee morale with success reflecting organisational performance. This is critical in a service-oriented environment such as hospitality, where employee interaction with guests can make or break the experience. Various leadership styles can impact staff performance and satisfaction in many different ways. It can ensure consistency in high-pressure environments but may suppress creativity and lower morale (Mullins, 2019). Autocratic leadership, where all decision-making is centralised.
On the other hand, the democratic leadership style invites employees to be involved in decision-making, resulting in higher job satisfaction and a sense of ownership (McGregor, 1960). It works well in spaces needing innovation and cooperation (i.e., customer service and visitor relations). It can ultimately because service disjoints if not properly regulated (Lewin, 1939). Within the hospitality sector, there is likely an over-emphasis on team effectiveness and morale, as customer service delivery is a key component of high performance. This essay investigates the impact of a manager's autocratic, democratic, and laisses-faire leadership styles on employee morale, leading to team effectiveness within an industry aspired in this talent skill area, i.e., the CCTH framework will be used (Adair 1973).
Theories of leadership provide models for managers and leaders to understand how they can guide their teams and influence organisational behaviour. Kurt Lewin Leadership Styles (1939) — One of the classic leadership systems. Lewin defined the three basic leadership styles: Autocratic, Democratic, and Laissez-faire. As a result, each style can and does have very different effects on team dynamics and employee morale. What autocratic leadership: These types of leaders will make unilateral decisions without input from the team (Armstrong, 2021). This style can work fine when making fast decisions or in a top-down command and control environment. Still, it typically squelches employee morale because there is little room for individual contribution. This contrasts with democratic leadership, which involves employees in decision-making processes. This approach usually results in better morale and team performance as employees feel appreciated and a part of it. Finally, when a manager practices laissez-faire leadership, they allow employees to have high autonomy during the decision-making process of one or more projects; however, this may involve little direction for subordinates who are unmotivated/inexperienced task holders (Huczynski & Buchanan, 2019). For example, this was the premise behind Lewin's framework, which is frequently used to understand leadership styles relating to organisational performance and employee satisfaction (Mullins. 2019).
A further critical leadership theory is McGregor's Theory X and Y, which explores managerial perceptions of employees and their impact on how a manager may lead. In other words, Theory X believes workers are lazy and must be micromanaged or motivated almost entirely by monetary compensation. It also fits with autocratic leadership, in which managers use the heavy-handed control of workers to get the job done (Mullins & Dosser, 2013). In contrast, Theory Y says that employees are self-motivated and enjoy their work, which helps motivate them and can be trusted to meet the terms given the right job setting. It is the concept of leadership, especially in a democratic fashion, whereby managers empower employees to make decisions and take action. 
An additional framework by Blake and Mouton (1964), Managerial Grid, illustrates leadership behaviour similarly. This model evaluates the approach of different types of leaders based on two dimensions: concern for people and concern for production. Suppose you prioritize the needs of your workers but neglect production (Bloisi, Cook, & Hunsaker, 2007). In that case, this leads to a participative approach, focusing both on people and their output at work, versus if they have concerns more about production over all other aspects, it is likely that they will implement an autocratic style. This model may be particularly problematic in hospitality, given that service quality and team morale are thought to go hand-in-hand (Mullins 2019).
Adair advocates a balanced leadership model (Action-Centred Leadership -ACL model), which suggests that effective leaders must balance three main areas: focused on getting the job done, concerned with their team cohesion and welfare outcomes while striving to meet individual needs (Adair, 2009). Areas where the Service-Profit chain model applies best in most cases specifically pertain to industries within the hospitality Industry, as delivering excellent quality service depends on team and employee dimensions. Adair et al. (2019) say that, ideally, a good leader needs to focus on all three areas for things to get done and for employees to feel better toward motivation and team unity (Rollinson, Broadfield, & Edwards, 2008).
The Great Man Theory of leadership suggests that some individuals are born with the innate attributes required to lead. Therefore, they will be effective leaders in almost any scenario (Boddy, 2017). Although we no longer use it much in this sense—a long line of scientific speculation has since demonstrated that leadership can be learned and developed—it still illuminates why people are drawn to certain leaders. In the service-based sector, like hospitality, charismatic leaders understood that they could touch their men's hearts and souls for enduring love and recognition at work, resulting in higher employee job satisfaction levels (Adair 2009).
Transactional leadership, meanwhile, focuses on structure and rewards (and punishments) to keep order within the team so that the squad can perform its duties concerning specific goals. This works well where predictability and adherence to a set rhythm, such as operations/housekeeping, are paramount. Yet, at the same time, transactional leadership can discourage creativity and autonomy among workers (case in point, those working in customer-facing positions who need the freedom to experiment), dragging employee morale on a long-term trajectory downwards (Mullins, 2019).
Various leadership styles in the hospitality industry could affect team dynamics and the morale of employees. According to Lewin (1939), the autocratic leader is characterized by centralization of authority, with leaders exercising strict control. It is an incredibly powerful tool, especially during crises or peak season when decisions must be made quickly without violating hospitality protocol. Herding is shown by autocratic leadership in housekeeping departments so that they follow operational standards occasionally. Based on McGregor Theory X (1960), assuming that the employee requires tight supervision and control, it could be appropriate in which precision and compliance are very important. It is also true that autocratic leadership, in the long run, may have negative consequences such as reduced creativity, job dissatisfaction, and turnover. Workers in fields emphasizing personal interaction or creativity, such as guest services or event management (and even publishing), may become less committed to your company over time if they are not included in the decision-making process. In the long run, this can create resentment and negatively affect the whole group's morale (Mullins, 2019).
Furthermore, Democratic leadership is a style of supervision that offers, for employees who take part in it, a greater focus on being involved throughout the decision-making process, which creates a sort of shared responsibility (Devi and Subiyantoro, 2021). This parenting style deals with McGregor Theory Y, which is based on the idea that employees are responsible and will fulfil their full potential if they feel positively motivated to do so (McGregor,1960). Democratic leadership works well in the hospitality industry, especially in guest relations or front desk operations, where associates may need creativity during certain situations. Democratic leaders can improve team cohesion and employee morale by promoting open communication and feedback (Idowu, 2020). When staff are consulted, and their opinions matter, this results in greater ownership of their role, hence engendering overall accountability amongst staff. The focus on employees' well-being at work should now be greater than ever to provide a high level of customer service involving certain employee behaviours going above and beyond the call while carrying out their role in meeting guest expectations (Mullins, 2019). The speed of decision-making is one of the only demerits that may occur, especially in a fast-paced environment like hotels, which do not allow for the waste of even seconds for an action (Abdullahi, Anarfo and Anyigba, 2020).
Moreover, Laissez-faire leadership is one where leaders provide little guidance, and employees take things into their own hands to decide how work should be done (Wilson, 2020). The Leave Them Alone — Lewin (1939) noted that this laissez-faire management style best suits experienced and highly motivated teams. This kind of leadership could work well in the hospitality industry when there are departments such as food and beverage where chefs or managers are talented enough to run operations without constant supervision. For these teams, laissez-faire leadership can result in high job satisfaction — workers feel trusted and are free to use their expertise (DeLay and Clark, 2020). This same style is also quite problematic for team-based or guest-facing departments. Laissez-faire leadership can be chaotic if it lacks necessary supervision and control, as there may not always be coordination between employees, leading to patchy service delivery. A lack of consultation can make the employees feel left out, and a communication breakdown may create unclearness regarding roles and responsibilities (Mullins, 2019). So, while the laissez-faire leadership style can encourage motivation in a few sections, perhaps not everything falls into the perfect place when discussing various hotel departments (Ahsan and Khalid, 2023).
Leadership style has an impact on team morale and efficiency. This is renowned for its fast execution and obedience, which are businesslike (Mohamed, 2022). This is because of the fast decision-making and orders that employees are not encouraged to evade. However, this can also hurt the morale and engagement of employees. Without much independence, employees may think they are not worth anything; this tends to increase the players' churn even more at jobs that require creativity or innovation (Mullins, 2019). 
Democratic leadership, on the other hand, promotes higher employee motivation and team cooperation (Mukuni, n.d.). Democratic leaders include their employees in decision-making, which makes employees feel valuable and included. This leadership style fosters an open dialogue with employees that can improve morale and increase employee ownership (Robbins & Judge, 2017). Democracy — This style can be a boon to the hospitality industry, where employee engagement is all about service quality. 
While characterized as a more hands-off approach, laissez-faire leadership can boost overall morale in the case of expert and self-motivated teams. One advantage of being on such teams is the ability to make decisions with less oversight from a manager (Houlihan, 2020). Nevertheless, a downside of this approach is that employee performance can decline over time as employees are either in dire need of direction or need someone to support them and keep their performances on track (Adairs, 1973). In a results-based business like hospitality, not all leadership styles work the same way, and a laissez-faire approach comes with inherent disadvantages unless practised in an experienced environment.
Also, when focusing on employee morale and team performance, Marriott International Hospitality Company combines democratic and transformational leadership styles. Abiding by their "spirit to serve" mantra, employees are active participants in decision-making, as this reflects a culture of empowerment and commitment (Marriott International, 2023). This is influenced by a democratic leadership style, where employees can make input and be distinguished for the efforts they contribute, which aids in improving service delivery and satisfaction. In operational functions, housekeeping is an example, and standards are crucial. Marriott uses a transactional leadership style here, too. The use of transactional leadership is through these areas that Marriott ensures operations run effectively while maintaining a positive work environment, all leading to increased employee satisfaction. Fullan and Hargrans (2011) suggest there should be a balance between both types of leadership, the task-oriented side combined with moral uplifting to inspire staff rather than just being another member. This balancing act helps Marriott reach its operating objectives while keeping employees content and driving their workforce's needs. This method has already been implemented with great results by all the company sections regarding managing speed and employee morale (Marriott International, 2023).
In conclusion, this is crucial, especially in the hospitality industry where definite characteristics between customer-facing employees are indicators of leadership style that will greatly impact team dynamics and, thereby, employee morale, which eventually would play a crucial role in client satisfaction. On the other hand, autocratic leadership can lead to very effective but low job satisfaction because of low employee participation in decision-making. While effective to some extent in high-pressure situations, disengagement often results from a "suck it up and drive on" approach over the long term. In contrast, Democratic leadership facilitates group-working and develops ownership on the part of employees. This style, in particular, is a benefit as the chains help to promote higher morale amongst team members, increasing overall team effectiveness, which proves particularly useful when working in roles where one must work with innovation or be responsive, such as customer-facing. Laissez-faire leadership, which provides the least amount of direction, can be highly beneficial when working with extremely talented employees who need little help in staying focused on their tasks. However, this style can create uncoordinated and less successful outcomes when working with teams that need a clear feedback loop. Successful hotel managers should understand how certain leadership styles fit into their respective organisational cultures and contexts within a team. 
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