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Essay
The hospitality industry is a vigorous field that is mainly focused on delivering services to its customers. It covers a broad area of enterprises such as hotels, restaurants, and travel agents, all of which should function efficiently and have adequate personnel (West and Tonarelli-Frey, 2008). The nature of the industry is such that it requires a lot of flexibility, collaboration, and good management to navigate issues related to customer relations, unpredictable demand, and personnel diversification. Leadership is key in this sector since it impacts the operations of the organization, productivity and staff satisfaction, engagement and attrition (Walker and Miller, 2009). Managers should facilitate cooperation, provide stress control, and guarantee the employees’ motivation and devotion in a stressful setting such as a hotel. Lack of effective leadership leads to unmotivated workers, high turnover rates, and a corresponding decline in service delivery to the clients (Elkhwesky et al., 2022). Therefore, this essay seeks to discuss and analyze the effect of different leadership styles on team performance and employee satisfaction in the context of the hospitality industry. In analyzing various theories and their implications in hotel management, the discussion will also reveal how leadership can either support or constrain teamwork and job satisfaction.
Trait theory argues that leaders are born with qualities like confidence, decisiveness, and charisma, to mention but a few. This theory is useful for the development of management in the hospitality industry since it postulates that effective leaders possess qualities that enable them to foster loyalty from their workers hence creating a solid team in firms that operate under a lot of pressure. Nevertheless, the trait theory fails to consider the effects of dynamics and skills in the dynamic hospitality industry (Wang et al., 2014). Behavioral theories replace the attribution of problematic attitudes and behaviors to specific traits with actions and decision-making patterns. Autocratic leaders make decisions by themselves and closely manage their teams, which ensures organizational efficiency but hinders employee engagement. Democratic leaders welcome the input of the team; it increases pride in one’s work and motivation, but it takes time to make decisions (Gui et al., 2020). In laissez-faire leaders provide little direction and allow the team to manage themselves; this could be quite problematic in the well-defined institute that is hospitality. It is therefore important to note that contingency and situational leadership theories, including Fiedler’s Contingency Model and Hersey-Blanchard’s Situational Leadership, recognize that leadership depends on context. In hospitality where the forces of change have a high impact on the customers and operational activities, the leaders therein should apply change according to the circumstances (Chon and Zoltan, 2019). For example, a stricter leadership style may be required during an emergency while a more democratic style may be useful to encourage creativity in staff meetings. Transformational leaders engage and compel their subordinates and this will lead to high levels of staff involvement and productivity (Woods and King, 2010). In contrast, transactional leadership relies on structures, rewards, and penalties for consistency but it may not foster creativity or long-term inspiration in hotel teams.
The autocratic leadership style is a type in which all decisions are made by the leaders and not by the team. Advantages of this style include the ability to make quick decisions which is very useful especially when responding to emergencies, for instance, the increased flow of visitors in a hotel. It also outlines the roles of each individual to avoid ambiguity and confusion, which is very useful during crisis times (Chon and Zoltan, 2019). However, some cons arise from the rigid structure as these designs do not embrace creativity and innovation. It is crucial to note that through herding employees may feel that they do not possess any decision-making power which in turn reduces employee satisfaction and morale. This can lead to high staff turnover since the hospitality industry relies on teamwork and adaptability in solving problems. On the other hand, democratic leadership encourages everyone on the team to be involved in decision making thus encouraging teamwork (Hoang et al., 2021). Benefits are enhanced team esprit de corps since those involved will feel appreciated and part of the process. This can lead to further improvements in innovation where ideas from multiple contributors help to enhance the services offered as well as customer satisfaction. However, the disadvantages include time-consuming decision-making and this is very dangerous in the hospitality industry where quick decision-making is often required (Vargas-Sevalle et al., 2020). Further, democratic leadership is free and this may sometimes cause misunderstandings in the organization especially if individual roles and responsibilities are not well understood. However, this style is effective during idea-generation sessions or strategy sessions that are aimed at improving guests’ satisfaction, and employees’ engagement and creating a culture of responsibility (He et al., 2019).
Laissez-faire Leadership is a management style that provides little supervision or control and allows employees plenty of freedom in their work. The strengths of this approach are revealed when this style is used within teams, which are highly qualified, motivated senior-level employees. Subordinates are allowed to work with minimal direct supervision, and this helps create a culture of responsibility (Huertas-Valdivia et al., 2022). This approach applies well in hospitality operations where many professionals such as managers or specific employees are deployed, for instance, an executive chef or an event organizer. However, cons appear when teams cannot be guided, which can cause mismanagement, slowness, or even contrary actions (Chathoth and Olsen, 2002). Lack of leadership may result in a lack of cohesiveness among the team members and inconsistency in performance which is not desirable given the rigid and standardized environment that is characteristic of hospitality (Vargas-Sevalle et al., 2020).
Transformational Leadership is greatly recommended because of its capacity to motivate and mobilise employees. In transformational leadership, the leaders develop a vision that the employees are willing to transform for the sake of the organization. Opportunities include increased levels of employee participation and motivation because employees find meaning in contributing to a larger goal (Liang et al., 2017). This style promotes longevity and the extent to which it enhances team performance can be enhanced by embracing innovation and self-empowerment. In the hospitality business, when it is necessary to introduce some systematic initiatives or changes, like a new guest satisfaction campaign or improvement of the company’s ecological performance, this leadership type is very helpful. However, the drawback is the fact that transformational leadership is very challenging for leaders as well as employees (Whitelaw, 2013). It needs inspiration daily and a good relationship between the leader and employees, which can be problematic in the case of a large number of employees or uninterested ones. There is often a lack of drive and concentration in leaders, and the practice may be ineffective if the staff is not motivated intrinsically (Huang et al., 2016).
Transactional Leadership is more concerned with the formal order and incentives. Managers using this style of leadership work under guidelines of having distinguished roles and accomplishments, with rewards and penalties for results achieved. The advantages are a clear organization of work and daily tasks that are performed in an orderly manner; thus, this style is ideal for the operational level in the hospitality industry such as cleaning services, receptionists, or clerical work. People know what is expected of them and tangible incentives can increase short-term performance (Elkhwesky et al., 2022). However, they include short-term commitment because transactional leaders rarely encourage creativity or foster employees’ attachment to the organization’s mission. Eventually, employees can get bored as excessive focus on incentives for performing mundane tasks can stifle personal development and provide little room for enhancement of the quality of services offered to clients and the company’s productivity (Zheng et al., 2023).
Different leadership approaches are instrumental in determining the communication, coordination and even the cohesiveness of teams. Leadership approaches in the context of the hospitality industry specifically in catering service can either be helpful or unhelpful for the efficiency of the teamwork. For instance, autocratic leadership has been known to bring about direct communication so that the implementation of roles is precise and efficient (Huang et al., 2016). However, this can become counterproductive since other members of the team may be left out of the process, thus lowering morale. Democracy on the other hand is very encouraging of interaction among the members of the team hence improving togetherness. It brings about ownership, but it may slow down the decision-making process, which is not advisable in hospitality environments due to changing customer needs (Dlamini et al., 2017). In the real-life example of Kitchen Nightmares, Gordon Ramsay would often employ a strict, autocratic style in struggling restaurants to create order during peak service hours. This approach is effective in preventing confusion and ensuring short-term efficiency, but if used consistently can demoralize staff, since it suppresses creativity and employee input in calmer periods when their input could improve service. For instance, laissez-faire leadership is appropriate for senior management but may result in confusion among less experienced teams (Hassi, 2019). For instance, an example of minimal intervention in a large inexperienced team is when the self-management system used by Zappos failed to work when inexperienced teams had trouble making decisions without leadership guidance (Hight et al., 2019).
Leadership also affects employee morale is another essential consideration. Managers who pay attention to the welfare of their staff and their growth will have more dedicated staff who perform better and wish to stay longer in the organization (Mullins, 2019). For example, transformational leaders build long-term employee commitment and high engagement through vision and personal development. This can lead to better morale and better rates of retention since employees are eager to feel as though they belong to the organization (Hassi, 2019). In contrast, transactional leadership with its focus on tangible incentives and punishments would increase short-term productivity, but it cannot be said that it increases long-term self-fulfilment. Workers could feel that the company is only interested in their productivity and thus become demotivated with increased truancy levels. Maintaining both team cohesiveness and employee motivation is always a challenge in the hospitality sector (Slåtten and Mehmetoglu, 2015). Autocratic leadership working style is very efficient as it increases the productivity of workers but bureaucracy makes workers demoralized. This can in turn lead to long-term problems like staff burnout and very high staff turnover rates. In contrast, democratic leadership which encourages high morale may lower efficiency in emergencies. Therefore, the situational theory, which depends on the type of team and its tasks, seems to be the most effective type of leadership (Hight et al., 2019).
The role of transformational leadership in improving employee and customer experiences has been apparent at The Ritz-Carlton. Which operates the famous “Gold Standards,” the hotel encourages taking the initiative and providing services in line with the hotel’s customer-oriented approach. This has a positive effect on high job satisfaction and a sense of ownership since the staff is empowered to make decisions that will lead to innovation (Butler et al., 2014). The effects which have been realized include empowered employees enhanced team cohesiveness, problem-solving, and low staff turnover rates. This mutualism of personal and company objectives has increased commitment and enthusiasm giving the company excellent customer satisfaction, further establishing The Ritz-Carlton as the premier hotel brand. However, autocratic leadership was necessary when responding to a fire disaster at one of the hotels in Las Vegas (Rescalvo-Martin et al., 2022). The general manager was able to make fast specific decisions for the organization, guaranteeing the safety of the guests and the staff. Though this approach was effective in a short while, no consultation of the employees resulted in low morale afterwards. The lack of power equity caused a demotivation of the workers and thus long-term motivation was not possible (Wang et al., 2014). This case shows that leaders need to be context-sensitive in their behavior while maintaining control of their staff but allowing for flexibility.
To sum up, the examined types of leadership have different effects on the efficiency of teams and the motivation of workers in the hospitality industry. High-pressure situations are easily handled by autocratic leaders through fast decisions but at the expense of creativity and low morale of employees. Democratic leadership encourages teamwork and creativity but may take more time in emergencies. Laissez-faire leadership is effective when implemented on skilled teams but ineffective in inexperienced groups. Transformational leadership fosters overall employee commitment and high organizational performance, whereas transactional leadership provides an efficient structure but may not be innovative. Finally, the best leaders in hospitality leadership are those who are very flexible. Because this industry is constantly evolving, the manager must be able to switch between different management styles, from making quick decisions in an emergency to promoting cooperation during more mundane tasks. Flexibility enables leaders to not only achieve high levels of team productivity but also ensure that the employees are happy thus leading to continuous success of the team and the organization.
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