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Introduction
Hospitality is an important sector of the world economy because it is a highly localised, and uc currently, customer-focused business. Good leadership is crucial in this field because leadership affects team behaviour and productivity of employees hence the level of satisfaction of the customer. In a business unit where cooperation is paramount, the kind of management envisioned for adoption has a profound impact on the engagement of employees. It therefore raises the pertinent question of which leadership styles are effective in enhancing team performance and morale, all of which are determinants of organisational accomplishments in the growing fields of hospitality organisations.
Overview of Leadership Theories:
Management in the hospitality industry focuses on the feelings and performance of employees as well as team success. Numerous leadership theories have been developed that are different in essence and use. Transformational leadership is deep-rooted in the橀ibility of the leader to make the employees perform beyond the self-interest level of the employees for the benefit of the organisation. This style is accustomed to glorious heights in the hospitality industry due to the strong correlation between employee morale and good customer relations in addition to overall guest satisfaction. Such leaders frequently attend to the quality of the culture within organisations, which is significant in the tightly-knit business of retailing where relationships and customer satisfaction are paramount (Bass and Avolio, 1994).
On the other hand, transactional leadership is characterised by reward power, and punishment power, and focuses on task accomplishment and procedures. In the context of hospitality management, this style can guarantee the fulfilment of certain performance levels and business objectives, thus keeping the quality of the guest's experience at the appropriate level (Burns, 1978). Even though, compared to the other forms of leadership, transactional leadership is more oriented towards the direction and organisation of the work process, which can significantly restrict the creativity and innovative activity of the team members.
The other crucial philosophy of leadership in the hospitality industry is known as servant leadership where the organisational requirements of those working under a leader are met, and the individual main focus of a leader is to offer services to other people. This approach increases a high level of staff satisfaction and morale by promoting a sound working climate while perceiving and enabling the staff members (Greenleaf, 1977). The principles of servant leadership also capture the core values of the hospitality business since happy workers mean quality service delivery to customers.
Consistent with this argument, situational leadership focuses on the fact that leadership strategies depend on the situation. This variability is especially important in a fluid and multiformed industry such as hospitality in which leaders must adequately address varying employee requirements and scenario difficulties (Hersey and Blanchard, 1969). This means that situational leaders evaluate the capacities and desires of their teams, and adapt their behaviour to them.
The concept of authentic leadership mainly centres on the principles of being real in leadership processes. Hos are genuine and create credibility with organisational members by demonstrating honesty and maintaining reliable behaviour (Avolio and Gardner, 2005). This trust is important in building a team and improving general morale within that organisation or company.
When comparing these leadership theories, however, Whiteside’s and De Vries’s matrices as used demonstrate the significance of focusing on the strengths and the weaknesses. Adaptive leadership is good in orientation to change and staff motivation but lacks efficiency in defining detailed day-to-day change implementation. Transactional leadership is also efficient in structuring your subordinates, but the overall morale can be low if the employees feel directed. It fosters community and satisfaction, but consensus-oriented decision-making procedures are its main drawback. Situational leadership offers a solution of choice but calls for experienced leaders who can read the situation and recommend the best course of action. In the final analysis, therefore, the application of each style of communication depends on the context analysis and the particular hospitality organisation.
Pros and Cons of Selected Leadership Styles:
Organisational leadership patterns exhibited significantly affect positive and negative changes in teams and employees particularly in hospitality organisations. Six leadership styles have been described in the leadership literature, that is, authoritarian, bureaucratic, transformational, charismatic, visionary, and servant. Such practises are leading to a culture where all the organisational members feel encouraged to contribute their talent and energy towards the accomplishment of organisational objectives. There are even levels of job satisfaction and lowering of turnover rates that are reached when this engagement increases (Boehm and Dwertmann, 2015). Nevertheless, there is a limitation to the use of transformational leadership, and that is, it might not attend to operational Reactive problems. A word of caution on the other hand is that while leaders are often more concerned with galvanising their followers and making long-term strategic goals come to pass, they might sometimes be remiss in overseeing business as usual and standards compliance Bass and Avolio, (1994).
On the other hand Transactional leadership brings order in expectations and encourages the formation of formal structures that would indicate the roles of individuals in the organisation. This clarity can be especially helpful in the conditions of the violent pace of the activity existing in the sphere of the hospitality business, where employees have to achieve certain results and observe performance norms as well as provide optimal levels of services (Burns, 1978). But of course, the lack of creativity and innovation is the downside of employing transactional leadership. This notion means that opponents of a strict transactional approach to managing employee motivation may be demotivated due to perceived exclusion from other organisational initiatives (Judge and Piccolo, 2004). Such a position can result in demotivation, low morale and subsequently staff disengagement from their duties.
As the name suggests, servant leaders always ensure that their employees are happy and satisfied by doing what is best for them and these are some of the benefits the model has; a High level of employee satisfaction and the formation of an intense sense of community. This style particularly brings out the capability of the employees and fosters working together and this may improve the level of service delivery and customer satisfaction (Greenleaf, 1977). However, servant leadership does come with some limitations: There might be a problem concerning the lack of power. When direction and a call to action are needed the approach to seek consensus and input from the team could potentially slow down decision-making in organisations.
Situational leadership is a highly versatile model in allows the leader to alter his or her behaviours based on the team and situation in mind. This adaptability is especially important in the field of measuring team dynamics in the hospitality industry because fluctuations can be common (Hersey and Blanchard, 1969). But as they say, the disadvantages of situational leadership are also inherent to this approach. This involves the identification of expert leadership that is responsive to the dynamics of the teams and organisational cultures to ensure that the right type of leadership not only is used appropriately but it is used effectively. This approach is only useful when it is applied consistently across an organisation, otherwise, the result can be confusion across a team and a lessening of efficiency (Graeff, 1997).
Therefore, the evaluation of different leadership profiles shows strengths and weaknesses that affect workers’ motivation and cooperation in the hotel industry. Knowledge of these dynamics is critical for any manager who aims at improving organisational performance while at the same time improving the organisational climate.
Application of Leadership Styles in Hotel Management:
Several leadership behaviours affecting employees' job satisfaction and organisational performance in hotel management have been determined. The Ritz-Carlton Hotel Company provides a good example of transformational leadership with a focus on the organisation's employees and its customers. Accountable reporting is thought of as a decisive behaviour and Ritz-Carlton insisted on delegating power and reward to its subordinates. The leaders at Ritz-Carlton tend to encourage their employees to work beyond the call of duty in dealing with the guests since the organisation encourages employees to come up with new and better ideas. For instance, the company's "Employee of the Month" program not only recognizes individual contributions but also motivates employees to strive for excellence (Ritz-Carlton, 2022). These practises, when applied, have tremendous effects; sub-organisations have always performed well in the customer and employee satisfaction indices, proving that the principles of transformational leadership work best in luxury hospitality contexts.
On the other, transactional leadership is dominantly seen in brands like Holiday Inn Express, which is a chain of budget hotels. One of the main characteristics of this style is roles and tasks, performance Meant for efficiency and reduced variability in service, fundamental for numerous outlets to have standard service delivery. At the Holiday Inn Express, organisational structure exists to ensure that managers are aware of standards to be met and goals to be achieved and that there will be rewards for meeting targets (Baker and McIntyre, 2018). Of course, having clear expectations can improve the operationalization of tasks and workflows; however, this may make the staff not want to do more than what is required from them, thus becoming dissatisfied or not bringing out the innovative best in the team.
One of the most vivid examples of the concept of servant leadership can be provided by the owners of small family-run boutique hotels that often work concentrated on their employees' needs. For example, in a family-owned and managed bed and breakfast, the proprietor actively engages subordinates in decision-making; and makes them feel that they are part of the organisation. This style encourages high employee motivation as people working in the team feel appreciated and important for the organisation's success (Mendez and Stander, 2011). The positive work environment fostered by servant leadership enhances service delivery since a happy employee will always make a happy guest.
This research examined situational leadership among hospitality industry employees during the COVID-19 pandemic. As a result, it was common for many hotels to change their leadership approaches due to unprecedented situations. For instance, several hotel manager respondents noted that they quickly changed to autocratic leadership as they enforced strict measures for the safety of both the workers and patrons. Both these leaders maintained open communication with their workers and ensured that there were effective working relationships when things were intimidating (Drennan and McGowan, 2013). An example of this is leaders of hotel organisations during this crisis identified suitable situational leadership techniques to ensure organisational performance and employee motivation.
Impact of Leadership Styles on Team Effectiveness and Employee Satisfaction:
The phenomenal effects of leadership styles on team productivity and employee satisfaction cannot be overemphasised. Leadership improves interactions between the team members, where communication is a key factor and value is placed on trust. For example, transformational leaders encourage open communication among employees, where the members are engaged in completing tasks with the observance of going for creative solutions to shared problems. This environment not only fosters team spirit but also increases overall output because employees do not only enjoy expressing themselves but they do as per their desire (Zhang and Zheng 2016, p 137). When leadership practises remain consistent and therefore are experienced as authentic by a team of members, high levels of trust are experienced within the groups, and hence the members are more willing to work cohesively in groups to fulfil organisational objectives.
On the other hand, there is evidence that some kinds of leadership are deleterious for teams. To pro-actively maintain structure, transactional leadership can be useful but it often means that the relationships between team members go sour because of a perceived lack of appreciation of some individuals' work. They can create a setting in which rivalry instead of cooperation is nurtured and in the long run, decline morale and enhance turnover rates among employees (Boehm and Dwertmann, 2015). For instance, employees who receive micromanagement feedback may get demotivated and start giving low-performance levels and low organisational commitment.
Thus, as the absence of negative relationships in our data has indicated, general organisational communication satisfaction is particularly strongly associated with leadership communication. Organisational leaders who engage in addressing motivational and recognition needs help in enhancing the pleasantness of the workplace, hence enhancing the levels of job satisfaction. Practises such as employee recognition and contingent rewards that come in the form of feedback from the leaders play a central role in creating recognition and making the employees feel appreciated (Northouse, 2018). On the other hand, leadership styles that are not practised in engagement, do not recognise people's contribution, leading to organisations experiencing low morale, and high turnover. Therefore, the correlation between leadership behaviours and employees' perceived work satisfaction underlines the importance of the orientation to contingency and change in leadership patterns within the hospitality industry regarding both teamwork efficiency and employee motivation.
Conclusion:
As reflected in this essay, several points depict the fact of how different leadership behaviours affect the team and morale of the employees in the hospitality industry. There are four leadership styles: transformational, transactional, servant, and situational leadership each has its advantages and disadvantages on organisational performance. Adaptive leadership is the other emergent theme, which calls for leaders to develop distinct strategies for handling various problems within the industry. Appropriate leadership mixes in conjunction with training integrated into the hotel management ensure the right workplace culture. It is suggested that the upcoming research should capture traits that have not been realised and embraced in the current form of leadership and how the use of technology is impacting leadership practices in the hospitality industry.
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