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Introduction:

Leadership theories are useful for understanding leaders' ability to influence organisational effectiveness and employee morale. Leadership is among the most important elements in the hospitality industry, especially regarding team coordination and overall operations, since quality customer service means high teamwork.
Several significant leadership theories fit this sector. Transactional leadership style centres work around the framework, administration, and result, forming a labour force to complete the job planned, checking the labour force's outcome by checking routine goals, paying, or giving punishments (the carrot and stick cover). This can ensure quality, but maybe creativity is killed. On the other hand, transformational leadership drives employees with a vision and encourages them to over deliver which often results in higher employee engagement and innovation.
Leadership through democracy invites a better and more inclusive decision-making process, which will keep the spirits up for all team members (Mullins 2019). However, it likely means a decision will be made more slowly. Autocratic leadership centralises decision-making to speed up actions at the risk of suppressing employee satisfaction through no input. Laissez-faire leadership gives employees high independence, creating an environment where they can function independently but risk becoming directionless.
Leadership Theories Overview:

Teamwork and service excellence are critical in organisations, and leadership determines team dynamics and employee morale. Several leadership theories help us understand how different approaches to organisations work (Benmira and Agboola, 2021). Some five major theories are transactional, transformational, democratic, autocratic, and laissez-faire leadership.
Transactional Leadership is a style focused on keeping the status quo through structure, rewards and punishments (Armstrong, 2021). Here is a performance goal-oriented approach where leaders reward staff for meeting expectations based on penalising and penalising them when they violate standards (Efianda and Iswahyuni, 2021). Applicable in rule-based environments that need strict compliance with rules and guidelines. Transactional leadership can also stifle creativity, as employees do only what is asked and are less likely to think creatively or seek improvements.
On the contrary, Transformational Leadership is designed to create a shared vision that motivates employees. This leadership style leads by example, inspiring employees to look past their interests to do what is needed in the organisation. This can improve morale and productivity by creating a more open setting to promote trust and creativity (Pineda, 2022). For example, the transformational leader is very common in industries with very little product differentiation but is composed of many tasks requiring change management, such as those within the hospitality industry when new service standards have been announced or are expanding operations. Though this style is great for involving the employees, it might only work in some situations, especially when quick decisions and structures are needed (Pineda, 2022).
In Democratic leadership, team members are involved in decision-making. Improve morale and make employees feel valued by genuinely asking for team input before you make a decision (Iheme and Owhondah, 2020). It would be a great style of utilising the organisation, presenting events, or developing new services within the hospitality industry, wherein creativity and Employee engagement are required. But with this comes the disadvantage of a perceived lack of immediacy in decision-making something that could be significantly less than ideal within high-pressure environments like Centralizedns.
Centralised decision-making with no input from employees. It suits when quick and urgent actions are required for e, g emergencies in hotels, particularly at busy operational hours, etc. This approach is great for managing (contrary to leading) but will likely result in low employee morale as team members feel their opinions aren't valued or heard.
This style involves the leader having little or no role in decision-making and allowing employees complete freedom in their decisions. While this approach empowers creativity and original thinking, it can lead to certainty or redundancy with proper governance (Or and Berkovich, 2021). This style may be most appropriate in hospitality for very experienced teams that can operate with less oversight.
Compare and Contrast Leadership Styles:

In hospitality, the hospitality shortcomings of leadership styles may impair service effectiveness and employee morale. Transactional, transformational, democratic, autocratic, and laissez-faire are the most common leadership styles, with five key types of leaders, each po, each with benefits and demerits.
Transactional leadership emphasises clear structures and expectations, with rewards and punishment used to motivate performance (Mullins 2019). This format gives employees a clear list of tasks to perform in order, and the work gets done efficiently. Organisations with extrinsic motivation can crush creativity and want innovation, which the hospitality business needs to thrive by adjusting to changing times (Armstrong, 2021). Transactional leadership may be useful for everyday tasks but often pays little attention to the need for employee empowerment and personal development.
The transformational leadership approach, however, strives to motivate and inspire employees to work towards a common goal (Mullins, 2023). This model also encourages an innovative approach and helps in growth. However, it increases job satisfaction and performance (Boddy, 2017). Still, transformational leadership may not be an ideal fit for everyone on a team, given that only some people like constant change or feel strongly about increased ambiguity in the work culture (Arnold, 2020). Those pursuing this leadership style must walk the line between inspiring change and structuring what is in the water.
Democratic leadership entails inviting employees into the decision-making process, which creates a collaborative environment and encourages employee motivation based on valued opinions (Buchanan & Huczynski, 2007). This participation style promotes innovation and engagement, both critical in customer-centric industries such as hospitality (Bloisi et al., 2007). Democracy takes time, and even decision-making can be slowed down significantly, especially During crises in a high-pressure environment due to the consensus. Sometimes, it is an unbearable and long process (Robbins &Centralized7).
Centralised decision-making is the most distinctive feature of autocratic leadership in that leaders can take rapid and clear actions (Huczynski & Buchanan, 2019). This can benefit in high-speed settings without time to stop and make new decisions. On the other hand, without employee participation, it can be unmotivating for employees and result in low morale, which results in even less engaged staff and more turnover (Mullins, 2019)
Lastly, the Laissez-Faire Leadership style motivates employees and allows them to explore the organisation independently (Rollinson et al., 2008). It can help create innovative solutions, yet the lack of strong leadership can also result in a lack of guidance and responsibility, which can have a poor effect on team performance and morale, especially in hospitality settings (Armstrong, 2021).
Application in Hotel Management:

Leadership styles in the hospitality industry can greatly affect how services are delivered, innovation, and employee morale. In the context of a hotel, the transition to organising services might be an instance of transformational leadership. For example, when implementing new tech like self-service kiosks and digital check-ins, a transactional leader instils change management in the staff. Spark creativity and innovation CRUD based on quick and dynamic operation changes provides a safe glide path (Mullins, 2019).
Conversely, in a high-volume luxury hotel scenario, autocratic leadership may be necessary to ensure that the level of service is high and operational efficiency is maintained. Autocratic leaders set up conservative command structures where streamlined service is of the essence and need to decide rapidly without consulting employees. This leadership style maintains sheer control and does not allow much room for other ideas from employees, keeping the hotel's luxury positioning high. However, it can lead to decreased morale among employees due to its mundane nature (Boddy 2017).
Democratic leadership is applied successfully in hotels to involve staff members in decision-making procedures. For instance, in a lifestyle hotel, discussions would revolve around enhancing the quality of customer service, which includes imbuing staff with a sense of ownership and increasing morale. This leadership style encourages workload, increasing job satisfaction by allowing employees to offer input in the decision-making process (Adair, 2009).
Analysis of Leadership Styles on Team Effectiveness:

Various leadership styles greatly differ in the dynamics and communication of the team and their performance. Transformational leaders generally develop a team-based, communication-rich, open collective climate, fostering more effective groups (Mullins, 2019). It creates trust and gives the team members autonomy to bring innovative thoughts. Teams with a transformational leader running the show are often more team-like, artistic, and effective because these leaders encourage others to be successful in ways they may have never imagined (Buchanan & Huczynski, 2019). However, the success of this form of determination is contingent on the leader building robust relationships with their team.
On the other hand, autocratic leadership is directive, where a leader makes all the decisions without consulting with team members (Mullins, 2019). Although this ensures smart decisions are made at short notice, it can inhibit creativity and innovation as team members feel disconnected from the decision-making process (Rollinson, 2008). Most communication is from leader to employee, and trust either ceases or never blossoms.
Adair (2009) states that democratic leadership, where leaders include team members in making decisions, can sometimes lead to higher levels of engagement within teams and more effective communication. As a result, it gives the employees a sense of oneness and self-independence, which helps them become more innovative and collaborative. But this model can drag things on, especially in high-speed sectors like hospitality that need agile decisions and responses.
Analysis of Leadership Styles on Employee Morale:

It should, however, be no surprise that leadership styles directly impact employee mood — especially when working in the hospitality sector, where high-stress situations are common. Mullins (2019) states that transformational leadership is often associated with high job satisfaction and motivation. Transformational leaders motivate, encourage, and support; they direct us to have a positive atmosphere in the workplace by making employees feel more valued and less likely to leave (Buchanan & Huczynski 2019).
On the other hand, an autocratic leadership style runs the risk of killing your employees' spirits. Employees may feel they need to be more trusted and respected by autocratic leaders as they do not involve the group in the decision-making process, which can reduce job satisfaction and limit motivation (Rollinson, 2008). Poor leadership, in contrast, can cause a decrease in morale as the employees feel helpless and not valued by their supervisors (Adair, 2009). Democratic leadership, however, tends to increase morale by portraying inclusiveness and letting employees voice out their grievances (Adair, 2009). This method amplifies motivation as employees tend to get more connected and feel ownership of the goals that they have defined themselves.
Conclusion:

Leadership styles have important consequences on team effectiveness and employee morale; there is no exception in the hospitality industry; every leadership style has its own set of pros and cons, affecting team productivity and employee motivation. Transformational leadership aims to inspire employees and has been proven to affect employee morale and cooperation within teams strongly. It encourages us to have ownership and empowerment, and a reason why we come to work every day, character-building tools that are vital in hospitality since working as a team and customer service is paramount. However, it may only be appropriate for some levels of operation, especially in faster-paced environments that require more immediate decision-making.
On the other hand, transactional leadership is orderly and precise but less inspiring in the long run; however, it can confidently be applied in situations where stability and consistency are important. In contrast, democratic leadership leads to cooperation and improves job satisfaction as employees are involved in decision-making (Adair 2009). But it can slow things down in time-critical operations. While autocratic leadership can create efficiency in high-stress situations, how it is conducted often comes at the expense of employee morale and long-term job satisfaction.
Recommendations:

Hoteliers need to change their leadership style based on the requirements within that team and operational conditions. Either with jobs that promote services to customers or creative jobs, management must use transformational leadership to lead employees to encourage innovation and enthusiasm (Mullins 2019). For example, this formalised more check-ins as a team, vision-setting sessions, or initiative-based empowerments where employees are given greater freedom to make decisions.
This is unlike transactional leadership, where leaders focus on operations-heavy areas such as housekeeping or front desk management with high throughput and efficiency (Armstrong, 2021). Managers in transactional leadership need to set standards, provide frequent feedback to the team about what they are doing well and whatnot, and establish reward processes that keep such performance parameters in check.
The other is a participative leadership style, which can also enhance job satisfaction in areas such as event management or guest relations by involving staff decision-making processes (Adair, 2009). One way to do this is by enabling employees to contribute to methods and operations, hence making certain ownership moral. This means that flexible and adaptive leadership makes the team effective, and in hospitality settings, it will limit employee satisfaction.
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