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The Impact of Leadership Styles on Team Effectiveness and Employee Morale in the Hospitality Industry
Organisational culture and organisational change are substantial aspects of leadership within a team and are especially important when it comes to the hospitality industry as the result of work depends on employees’ interpersonal interactions with customers (Mullins and Dosser, 2013). As part of the study, we explore leadership styles currently practiced in hotel management and the consequences of such practices on team performance and employee satisfaction. In applying its findings, the analysis uses major leadership theories: situational leadership theory, situational-technical leadership theory, autocratic leadership theory, democratic leadership theory, and transformational leadership theory. Lastly, the research encourages leaders and workplaces to always assess factors in their environment and apply changes to support employees through improving organisational climate thus improving productivity and employee satisfaction.
The Situational Leadership Model, states that leadership should be tailored to the style appropriate for the situation and the employee’s developmental level, created by Paul Hersey and Kenneth Blanchard (Raza and Sikandar, 2018). Recommendations drawn from this model state that leadership style does not determine effectiveness and that instead, leaders need to identify the requirements of the task and develop the right solutions applicable to individual employee skills. Of all leadership theories, situational leadership turns out to be most effective for the workers within the hospitality industry as the workforce involves workers of different skills and experiences (Huertas-Valdivia, Gallego-Burín, and Lloréns-Montes, 2019). For instance, while selecting new employees for management, they may use an authoritative leadership style by direct control and issuing numerous orders. This approach becomes important as a way to effectively convey roles and responsibilities to the new employees in the organisation. Field outreach also involves the provision of routine guidance from the manager that enhances the skills of the employees within that team improving the team’s performance.
It also decentralises decision-making authority to the employees, who are trained to take full consolidated responsibility for their tasks (Emmenegger, Graf, and Trampusch, 2019). This way, leaders also foster employees’ team commitment, hence getting them more passionate about helping the team, thus translating into higher performances and healthy morale.
It is for this reason that situational leadership is effective in the evaluation of managerial behaviour in the context of the dynamic environment within hospitality organisations (Huertas-Valdivia, González-Torres, and Nájera-Sánchez, 2022). The other organisational need that can be fulfilled through the implementation of contingency theory is the ability of the leader to be sensitive to context and apply the appropriate leadership style, this is because; it not only provides for the needs of the single employee but also leads to improved team cohesiveness and productivity.
Autocratic Leadership is the type of leadership whereby the leaders control their teams and decide on their own (Chukwusa, 2018). It may be useful in a crisis as the leader can make decisions promptly and implement them without much confusion. For example, during an emergency concerning the hotel such as a fire, or the increased flow of guests, autocratic decision-making is appropriate to make essential improvements concerning the safety and satisfaction of the guests (Zgrzepski IV, 2022). 
However, while the autocratic leadership style may produce quick outcomes they are not without its demerits (Bwalya, 2023). It can also negatively influence creativity and the morale of the worker during the process since the members of the team may get the feeling of their input is unimportant (Bibi and Afsar, 2018). Where improving employee engagement is key to the achievement of excellent service delivery, low morale in the workplace can be disastrous to customers in the hospitality industry. Consequently, leaders need to be careful when managing in an autocratic manner in that they should not create enemies with other subordinates.
However, working with autocratic leaders can also have its drawbacks mainly because people get used to a situation where they are not encouraged to make individual decisions or come up with their ideas (Harms et al., 2018). Such a culture can be catastrophic for an organisation in an industry that has built its foundations on innovation and adaptability. Thus, there is always pressure in finding a way through which leaders should always find ways to involve employees while at the same time maintaining control over the process.
In Democratic leadership, direction is given with the involvement of the team members, unlike in autocratic leadership (Woods, 2021). It involves the active involvement of workers, where the opinion of the employee is considered before any decision is made. The democratic approach hence promotes the sense that the team members as well as recognise the accountability of everyone leading to increased job satisfaction among members and proper cohesion within the teams.
In organisations with frontline employees where guests are initially treated by the employees, the promotion of democratic leadership can greatly boost morale and service delivery (Gbarage, 2020). Leaders in organisations should involve employees in consultations about how to enhance the guests’ experience or how to solve organisational issues since it fosters a sense of ownership among employees (Stein, 2021). Particularly, this participative approach helps increase employees’ morale, and when many thinking approaches are incorporated, the solutions are far better.
However, as was mentioned earlier, it is crucial to understand that democratic leadership is not right for every occasion, especially in emergencies that demand decisive actions. When it comes to a highly competitive environment such as hospitality, the idea of incorporating all the team members in the decision-making process may be disadvantageous as it can easily cause a detrimental effect on the operational flow (Legrand, Chen, and Laeis, 2022). Hence, to serve the purpose of ratifying its approach and sustaining the firm’s tomorrow, the organisational leader needs to manage this dilemma, seeking inclusiveness but keeping control. This balance is crucial because the organisation of hospitality management involves many variables where fast-changing reactions would be the key.
Transformational Leadership is also important to speak about the second type of leadership, known as the transformational one in the context of hospitality management (Buil, Martínez, and Matute, 2019). This leadership approach is defined by the capacity to mobilise organisational members to endorse their full potential (Canterino et al., 2020). First of all, transformational leaders foster positivism to promote creativity, innovation, and convergent culture in the working group. In other words, transformational leaders can play crucial roles in improving the quality of work and motivation of employees through a personal example.
Employees in hotels selected by transformational leaders are provided with training and development to enable them to gain experience in their career lives (Ohunakin et al., 2019). Such investment in employees has the effect of sharpening technical proficiency at the individual level as well as enhancing the entire dynamics of the organisational teams into which personnel may be grouped. 
However, I found that transformational leadership is especially useful during times of change in an organisation. Often the conditions in the competitive market and the demands of guests in the hospitality industry change; therefore, leaders adopting transformational strategies can best manage such difficulties and enhance the motivation of their subordinates. This flexibility is important in sustaining market competitiveness in an environment that is mostly volatile.
The relationship between one or the other of the leadership styles with the morale of the employees is one of the significant factors in the hospitality industry (Şeşen, Sürücü, and Maşlakcı, 2019). It was also revealed that transformational leadership, democracy, and situation leadership styles positively impacted the team characteristics and employees’ satisfaction due to characteristics such as inclusiveness and flexibility of the approaches. On the other hand, autocratic and transactional leadership styles may be useful to use from time to time, but they will not help you retain and motivate your employees in the long run.
This essay has found that companies that use transformational and democratic leadership enjoy better satisfaction and commitment from the workers (Oussible and Tinaztepe, 2022). Whenever the members of the team have the feeling that they are important to an organisation and are significant to it, they will work in the best way possible such that they will make their guests have the best experiences that result in the best outcomes for the organisation. In addition, implementing diversity policies in the workplace promotes a positive organisational culture since both collaboration and creativity are critical in the disrupted hospitality industry.
On the other hand, depending on autocratic leadership may demotivate employees as well as lead to reduced engagement among the employees. Whenever there is an emphasis on innovation and creativity in an organisation, low employee engagement is a potential demotivating factor and a potential blighter to organisational performance (Mullins, 2019). Hotel managers should understand that an autocratic management style is far from perfect and should focus on the promotion of the active participation of employees.
Implications of the leadership styles on the team productivity and the morale of the employees have positive insinuations to the hospitality management (Tarkang, Ozturen, and Nange, 2022). Accordingly, hotel managers need to evaluate the requirements and capacities of the teams they manage. 
The situation leadership style allows the managers to consider each worker’s level of skill and experience as they motivate and for overall better engagement and productivity of employees.
In addition, organisations must support leadership development initiatives that focus on the concept of flexibility and EI. Executives investing in these skills are more likely to transform their employees, overcome and avoid many obstacles, and create a healthy organisational climate. Organisation development initiatives can include but are not limited to sensitization and awareness, communication development, conflict management, and collaboration, visioning, and commitment.
Besides, hospitality organisations need to embrace organisational structures that allow the receipt of input from the employees (Tavitiyaman et al., 2019). The leaders can encourage an increased understanding of structural dynamics that govern organisational practices, procedures, and policies through the development of transparency and inclusiveness of employees. It also makes sense to hold regular team meetings, suggest programs, and hold anonymous feedback as these enable employees to express themselves and even influence decisions made within organisations.
In other words, analysis of leadership behaviour in the hospitality literature provides clear evidence of its significance for team productivity and staff satisfaction. Given the fact that the sector is comprised of a varied workforce and customers having significant stakes in their service providers, appropriate leadership styles and behaviours are important for creating the right organisational climate. The Situational Leadership Model is based on the concept that there is no one best leadership style and a leader has to constantly monitor the level of development of team members and apply appropriate leadership behaviour accordingly. This flexibility allows the managers to mentor the new employees while at the same time promoting Performing a function or activity as intended, the third organisational culture is flexibility since it allows the managers to support and train the new employees as well as fostering independence of the experienced workers.
Besides, the comparison of autocratic and democratic leadership shows the strengths and weaknesses of each type. As for the negative side, the problems associated with the autocratic decision-making style include lack of inspiration and low motivation in case if the leader uses this style all the time, which, in turn, helps to make the right decision in critical situations. On the other hand, democratic leadership promotes teamwork and participation where employees feel valued hence satisfaction and good service delivery are experienced. However, there is a limit to teamwork or group discussion as leaders, and the fact that fast decisions are sometimes crucial in the hospitality industry the leaders must act and make a decision.
Out of all the models presented, transformational leadership stands out specifically because of its focus on how to encourage and motivate employees in a team, focusing on their further self-improvement. Therefore, by creating the conditions for support, transformational leaders are indeed able to manage threats and encourage the changes required following shifts in the market environment. 
In conclusion, one can state that only such managers are most effective in the hospitality industry as those who apply the principles of flexibility, emotional intelligence, and the highest commitment to employees. Understanding the heterogeneity in the workforce and encouraging positive interactions between valued employees and hotels is beneficial for team output and well-being as well. Therefore, nurturing leadership development that focuses on skills like situational flexibility, EI and communication proficiencies will prepare leaders to fit the dynamic market needs. Looking at the future of the hospitality industry, the leadership factor emerges as very critical. Managers who understand the factors influencing personnel’s performance and issues related to the industry will be in a better place to ensure organisations’ success and positive behavioural in the environment. The authors of the paper revealed that through the practice of engaging the employees and relating to the subordinate’s individual needs, the hospitality managers will take a genuine interest in motivating and empowering all subordinates towards helping the organisation to provide the best to their guests in the long-run and in the same way, ensuring that the hotel develops sustainable competitive advantage.
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