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ABSTRACT
This paper investigated the connection between leadership styles and the job satisfaction of employees in the hospitality industry of the UK. The study has demonstrated the very important role that leadership has in motivating, performing, and retaining employees. Transformational and participative leadership styles have found to have a positive influence on job satisfaction that created an atmosphere of trust, involvement, and appreciation. Employees, working under transformational leaders, who are vision-focused, empowered, and people-developed, had higher chances of being motivated and committed to their organizations. On the same note, the aspect of participative leadership where the employee is encouraged to participate in the decision-making process has also positively related to the increased level of satisfaction.
Conversely, autocratic and laissez-faire leadership styles have associated with the lowest levels of employee satisfaction as employees saw the two styles as overbearing or uninvolved. Under these styles of leadership, poor communication, inability to recognize, and limited participation in decision-making have some of the major causes of dissatisfaction.
The paper highlights the significance of leadership in ensuring that the work environment is favorable to the extent that employees not only have the highest levels of job satisfaction, but also increased organizational performance. The adoption of more supportive and inclusive leadership practices based on emphasizing clear communication, employee recognition, employee development can be beneficial to managers in the hospitality industry.
Although the research has an insightful study in relation to how leadership influences job satisfaction, it also presented a number of research areas in the future. These involve the investigation of how other leadership styles can affect the organization, the cross-sector comparisons and the long-term consequences of leadership on employee retention and well-being. In spite of the study limitations, such as its small population sample and geographical orientation, the results are related to the knowledge of the dynamics of leadership in the hospitality industry and provide some practical recommendations on how to improve the effectiveness of leadership and the satisfaction of employees.
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[bookmark: _Toc220421366]Chapter 1: Introduction	
[bookmark: _Toc219718235][bookmark: _Toc220421367]1.1 Research Background
The hospitality sector is a significant part of the service economy in the United Kingdom, with a huge and diverse labor force working in hotels, restaurants, cafes, and recreational organizations. Hospitality organizations play a crucial role in enhancing high performance in employee, interpersonal, and customer relationships, which in turn ensures service quality and improves the organization’s reputation. Job satisfaction of the employees has therefore become a major factor of organizational success because the satisfied employees tend to exhibit an attitude of service-driven commitment and motivation. The UK hospitality industry has been struggling with the menace of workforce instability, labor shortage, and high staff turnover in recent years. The stressful environment of the hospitality industry, which is marked by long working hours, unstable working schedules, high work pressure, emotional labor, and other factors, has increased angst over employee welfare and job satisfaction (Oyewobi, 2024). These have been enhanced by the changing employee expectations and escalating pressure on skilled labor in the service industry.  The concept of leadership style has been commonly known to be one of the key determinants of attitude, behavior, and job fulfilment among employees. 
Leaders in the hospitality environment are at the heart of defining the working environment, inspiring their staff, handling the workloads, and maintaining positive relations in the workplace (Skopak and Hadzaihmetovic, 2022). Various leadership styles, which include autocratic, transactional, transformational, and participative leadership, have different impacts on the morale and job satisfaction of the employees. As much as directive leadership can aid in operational control, excessive authoritarian behavior can also make employees less engaged and more dissatisfied. On the contrary, supportive and participative leadership styles are commonly linked to a greater degree of employee satisfaction and commitment (Rabiul et al. 2022). As the UK hospitality industry continues to experience workforce issues, there is a growing tendency to explore the impact of leadership styles on employee job satisfaction. This understanding is necessary to discover leadership strategies that can promote the well-being of employees, minimize turnover, and improve the performance of the organization in the long term. The study is thus placed to examine how leadership style affects job satisfaction among employees in the UK hospitality industry, and it thus offers contextual facts to be used in academic studies and also in the business industry.	
[bookmark: _Toc219718236][bookmark: _Toc220421368]1.2 Research problem
A major challenge facing the hospitality industry in the UK is a major and chronic issue of low employee job satisfaction, which has resulted in high turnover. The hospitality work has hurt the employees' well-being and morale due to their demanding nature, such as long and irregular working hours, workload pressure, emotional labor, and lack of job security (Hussien et al. 2022). It poses significant problems to hospitality organizations because of the high rate of employee turnover, including the high expenses of recruitment and training, loss of experienced employees, and poor service delivery, and eventually, customer satisfaction reduces the performance of the organizations.
The major drawbacks are the leadership styles in hospitality organizations, where the management activities usually focus on operational efficiency instead of worker engagement and support. The work experiences of employees are greatly influenced by leadership behavior as it relates to communication, recognition, and decision-making (Rabiul et al. 2023). To eliminate this issue, there must be effective leadership styles that promote employee involvement, motivation, and well-being. This study tackles the problem by studying leadership style influences on employee job satisfaction and finding leadership styles that help decrease turnover and increase workforce stability in the UK hospitality industry.
[bookmark: _Toc219718237][bookmark: _Toc220421369]1.3 Research Aim and Objectives	
Aim 
The main goal of this is to focus on the relationship between leadership style and employee job satisfaction in the UK hospitality industry by examining responses collected and analyzed with Google Forms.
Objectives
· To determine the important variables that determine job satisfaction and turnover of employees in the hospitality industry sector in the UK, using qualitative data on employees in the hospitality industry.
· To investigate the perception of employees with respect to the leadership style based on the responses obtained with the help of a 15-question qualitative questionnaire through Google Forms.
· To examine the impact of leadership styles on job satisfaction among 50 employees by analyzing data collected with the help of Google Forms.
· To find out the most effective leadership style in enhancing job satisfaction and employee turnover in UK hospitality organizations.
[bookmark: _Toc219718238][bookmark: _Toc220421370]1.4 Research Questions
· RQ1: Which are the main variables that affect employee job satisfaction and add to employee turnover in the UK hospitality industry?
· RQ2: What are the perceptions of hospitality workers about the leadership style adopted by their manager at UK hospitality organizations?
· RQ3: How do the varying leadership styles influence employee job satisfaction, depending on qualitative responses to questions collected in Google Forms?
· RQ4: What style of leadership is seen to be the most effective to enhance employee job satisfaction and minimize turnover in the UK hospitality sector?
[bookmark: _Toc219718239][bookmark: _Toc220421371]1.5 Research Significance
The relevance of this study is that it aims to find a solution to a serious problem in the hospitality industry in the UK. It has a high rate of staff dissatisfaction with their jobs and high staff turnover. The connection between employee job satisfaction and the leadership style, the research shows the extent to which managerial practices affect employee attitudes, motivation, and retention, specifically in service-based settings (Abdelhamied et al. 2023). The results are projected to benefit the field of academia by broadening the current literature on leadership and job satisfaction with context-specific qualitative data from the hospitality industry.
The study also places emphasis on leadership styles and behaviors that improve employee satisfaction and engagement in organizations, as well as their well-being, and offers valuable information to hospitality managers and organizational leaders (Dawson et al. 2023). Also, employee job satisfaction can be improved to increase performance, customer satisfaction, and service quality. The research espouses sustainable management of the workforce by providing evidence-based suggestions that connect the well-being of employees with the objectives of organizations. It benefits scholars, professionals, and policy makers who are concerned with improving the effectiveness of leadership and employee retention within the UK hospitality industry.
[bookmark: _Toc219718240][bookmark: _Toc220421372]1.6 Scope and Delimitations of the Study
The proposed research is limited to the investigation of the connection between leadership type and the job satisfaction of employees in the hospitality industry in the UK. It pays particular attention to hospitality employees who are employed in hotels, restaurants, and service-related organizations within the United Kingdom. The study follows a qualitative research approach, focusing on primary data gathered as a result of 15-question interview-based questionnaires carried out using Google Forms, on which 50 responses of employees are analyzed. It has a clear scope and is limited to the perspective of the employees and does not involve the managers, customers, or other stakeholders (Valk and Yousif, 2023). Moreover, the study only focuses on leadership style as the most crucial factor and fails to review the other sources of job satisfaction, including salary systems, organizational policies, working conditions, and financial performance. The research is also restricted to the UK setting and lacks comparisons with other industries or countries, which makes the analysis focused and country-specific, and in line with the research goals.
[bookmark: _Toc219718241][bookmark: _Toc220421373]1.7 Research Structure
The research structure describes the organization of the research, how every chapter is arranged systematically to respond to the research aim, objectives, and questions.
· Introduction: It gives an overview of the study, the background of the research, the problem, the research aims and objectives, the research questions, the significance, and the scope of the research.
· Literature review: It critically examines the available scholarly literature on leadership styles and employee job satisfaction as a way of providing the theoretical basis of the research.
· Methodology: It describes a qualitative research design, data collection procedure by using a 15-question Google Form, sampling, and thematic analysis procedure.
· Results and findings: It provides and discusses the qualitative data gathered from 50 responses of the employees.
· Conclusion: It provides a summary of the main findings, key practical and theoretical implications, limitations, and future research and practice recommendations.
[image: ]
[bookmark: _Toc218857074][bookmark: _Toc220408214]Figure 1.7.1: Dissertation structure
[bookmark: _Toc219718242][bookmark: _Toc220421374]1.8 Summary
This chapter has introduced the research on the effect of leadership style on employee job satisfaction in the UK hospitality industry in a very comprehensive manner. It presented the background of the research, showing the significance of employee satisfaction in labor-intensive and service-based industries where employee turnover remains very high. The issue that has been properly stated is the research problem, which should focus on the contribution of poor or wrongful leadership practices to the dissatisfaction of the workers, decrease in their motivation, and disturbances in the workforce. The chapter also established the research aim and objectives, which aim at investigating leadership styles and the mechanisms of their effects on employee job satisfaction using qualitative employee perspectives. Moreover, well-defined research questions are formulated to direct the research and keep it focused on the study objectives. Moreover, the scope and limitations of the study are presented to define the focus of the research, methodology, and limits. The structure of the research is presented to illustrate how the study is structured to set a firm background for the way the chapters that follow arise.

[bookmark: _Toc219718243][bookmark: _Toc220421375]Chapter 2: Literature Review
[bookmark: _qqul1oogc3u5][bookmark: _Toc219718244][bookmark: _Toc220421376]2.1 Introduction
[bookmark: _8n7kpbtr22df]Leadership is very dynamic and people-oriented in the hospitality sector in the United Kingdom and the hospitality industry has a high degree of dynamism where leadership is vital in determining the level of satisfaction, engagement, and performance of employees. The style of leadership defines the effectiveness of the managers in motivating, communicating, as well as establishing the relationships with the employees to have a direct impact on the job satisfaction and job retaining. In this chapter, the literature review is done critically on the topic of leadership styles, organization culture, communication, motivation, emotional intelligence and employee well-being in the UK hospitality industry. It digs in to the topic of how different leadership theories and models i.e. transformational and transactional leadership models affects the perception of employees and productivity at the workplace. The review takes into account the results of both the international and the national research to identify the existing tendencies, problems and conceptual basis. In addition, it demonstrates the role of leadership efficacy in not only employee satisfaction, but also organizational achievement and service excellence in an industry where human interaction and customer experience play a major role in the industry.
[bookmark: _Toc219718245][bookmark: _Toc220421377]2.2 Concept of Leadership in the Hospitality Sector
Hospitality industry leadership is a multidimensional and dynamic process that involves influencing, motivating and directing employees to achieve the organizational goals with high levels of service. Leadership in this context is not restricted to traditional authority, but it has to do with emotional intelligence, empathy and the ability to develop a good working culture to ensure the employees feel important and motivated. The hospitality industry is also characterized by a high level of dependence on interactions with human beings and service (Sürücü and Sağbaş, 2021). This implies that service orientation should be a priority of leadership in this sector, and the employees should always give the customers memorable experiences. The leaders have a role to model customer centered behavior and inculcate sense of pride and responsibility among the employees. This is not only by dictating to the employees but also by enabling these to act independently, make decisions and play a significant role in the success of the organization.
[image: ]
[bookmark: _hl6id87zwehd][bookmark: _Toc218857075][bookmark: _Toc220408215]Figure 2.2.1: Leadership in Hospitality
(Source: Sürücü and Sağbaş, 2021)
Moreover, leaders in the hospitality industry manage to work with different workforces having diverse cultural, social, and educational backgrounds. This diversity requires the element of leadership practices to allow for cooperation and regard. Effective leaders are culturally aware and responsive, who change their management approaches to treat and motivate all groups fairly. Moreover, leadership has a central role in determining the quality of service and organizational image (Oyewobi, 2024). A leader with open communication, rewards the efforts of their employees, and offers constant feedback, encourages the employees to feel a part of the team, and provides motivation. Such behaviors are translated to better delivery of services, customer satisfaction, and increased retention of staff. Essentially, leadership in the hospitality industry does not lie within the field of operational control. It is also connected to the development of a motivated, skilled, and customer-focused workforce that enables sustainable organizational success.
[bookmark: _cj78yobckylk][bookmark: _Toc219718246][bookmark: _Toc220421378]2.3 Leadership Theories and Frameworks
Theories and frameworks of leadership offer some basis of understanding how leaders affect employees in terms of behavior, motivation, and satisfaction in the organizational context. Transformational leadership is one of the most influential and aims at inspiring and enabling employees to perform better than it is expected through vision, motivation, and personal development. Leaders who embrace this style promote creativity, innovation, and commitment since it develops an emotional attachment with their teams. These types of leaders bring a sense of service quality and team spirit in the field of hospitality by bringing personal interests with organizational goals (Nazarian et al. 2022). Transactional leadership, on the other hand, is formalized in terms of interaction between the employees and the leaders, and compliance is rewarded and deviations are corrected. It proves useful in keeping operations stable and in the process of following procedures that are important in service-oriented businesses such as hospitality.
[image: ]
[bookmark: _14ioufanv6op][bookmark: _Toc218857076][bookmark: _Toc220408216]Figure 2.3.1: Leadership Theories
(Source: Nazarian et al. 2022)
Situational leadership is flexible and suggests that leadership effectiveness lies in adjusting style based on the maturity, competence, and commitment of subordinates. Leaders tend to change depending on the experience of the employees or the circumstances at hand to achieve productivity and morale. Servant leadership is based on the idea that the welfare of the employees and their career development come first before the organization's benefits. The leaders in this model are facilitators, who encourage teamwork, understanding, and trust (Chang et al. 2021). This type of leadership improves job satisfaction as it fosters an inclusive and supportive working environment in which employees are valued and motivated. The two opposite sides of the leadership spectrum are represented by autocratic and democratic models of leadership.
[bookmark: _vgje0qm09uhe][bookmark: _Toc219718247][bookmark: _Toc220421379]2.4 Job Satisfaction: Concept and Determinants
Job satisfaction is a feeling of greatness and a psychological reaction by a person to their work and work environment. It is the degree of satisfaction the employees have with their positions, duties, and organizational culture. Herzberg's Two-Factor Theory is used to explain job satisfaction using two elements, including motivators and hygiene factors. Motivators like recognition, achievement, and personal growth opportunity cause genuine satisfaction, whereas hygiene factors like salary, job security (Skopak and Hadzaihmetovic, 2022). Maslow, who hypothesizes that employees want to be fulfilled in a hierarchy of needs, also grounds it on the Hierarchy of Needs. This begins with physiological and safety needs and grows to being a member of, esteem and self-actualization. When the needs are properly fulfilled, the employees have a greater level of satisfaction and interest in their career activities. Equally, Theory of Range of Affect by Locke emphasize as satisfaction is gained when people are expectant of something out of the job.
[image: ]
[bookmark: _pc4kr9krsz8m][bookmark: _Toc218857077][bookmark: _Toc220408217]Figure 2.4.1: Determinants of job satisfaction
(Source: Skopak and Hadzaihmetovic, 2022)
The more it matches the expectations and results, the more one is satisfied. Job satisfaction is especially critical in the hospitality industry, because as a people-based industry, service delivery is especially critical. Some of the important factors that influence the way that employees view work is enough payment, regular appreciation, and enabling leadership. Also vital is work life balance wherein working hours and customer demands may lead to burnout that may be otherwise managed effectively. Moreover, professional development, training, and career growth provide employees with a feeling of importance and commitment (Lin et al. 2022). An amicable group culture also enhances morale, teamwork, and respect, and leads to job satisfaction in general. A balance of tangible benefits, emotional satisfaction, and supportive interpersonal interactions at the workplace leads to satisfaction in hospitality.
[bookmark: _q7zaw6i9tl2w][bookmark: _Toc219718248][bookmark: _Toc220421380]2.5 Relationship between Leadership Style and Job Satisfaction
Leadership style and job satisfaction are critical issues of organizational performance, especially in the hospitality industry, where the attitudes and motivation of employees have a direct impact on the quality of services. Leadership is important in determining how the employees respond to the work environment, the engagement level, and the general fulfillment levels it is in the organization. Trust, recognition, and psychological safety caused by good leadership lead to motivation and job satisfaction. Transformational leadership is commonly linked to increased morale and creativity among the workers (Hien and Tuan, 2023). This style of leadership influences followers since it inspires this with a common vision, fosters innovativeness, and rewards personal efforts. This style encourages intrinsic motivation since the employees feel important and empowered to meet personal and organizational objectives. Transformational leaders create organizational commitment and an enthusiastic culture through emotional intelligence and positive feedback, leading to better job satisfaction and lower turnover.
[image: ]
[bookmark: _f1x31nd25pbm][bookmark: _Toc218857078][bookmark: _Toc220408218]Figure 2.5.1: Leadership Style and Job Satisfaction
(Source: Hien and Tuan, 2023)
On the other hand, transactional leadership is structured, performance and reward-based, and centered. It strengthens obedience by the formation of expectations and the enforcement by rewards like promotions, bonuses, or recognition. This strategy is effective in the short term to enhance productivity and provide uniformity, and it is not always likely to cause profound emotional involvement or workplace satisfaction. The workers under transactional leaders are productive, but lack creativity and initiative. Autocratic leadership usually has adverse impacts on the satisfaction of the employees. Poor involvement in the decision-making process and the absence of feedback might result in frustration, disinterest, and turnover. Likewise, the laissez-faire leadership, which is the least advice and participation style, may cause confusion and low accountability, and reduced motivation in employees. Leadership has an indirect link to job satisfaction, where the mediating factors include motivation and organizational culture. Supportive leadership promotes motivation, teamwork, and the creation of a good working atmosphere in which the employees are respected and valued.
[bookmark: _tya0qtufaavc][bookmark: _Toc219718249][bookmark: _Toc220421381]2.6 Leadership Styles in the UK Hospitality Industry
Styles of leadership in the UK hospitality business have also changed a lot to respond to the dynamic nature of the services sector. There are high employee interaction and multicultural teams, as well as customer-focused Ness, which characterize the industry. The practice of leadership has been more direct on how to motivate, engaging, and create emotional intelligence in the employees. The transformational and participative types of leadership have been on the increase as hospitality managers seek to motivate and empower employees to deliver quality service and maintain operational effectiveness. Empathy, effective communication, and inclusiveness of leaders have been known to be more effective at aligning employees with organizational aims and maintaining morale (Ghaderi et al. 2023). One of the greatest challenges that hospitality organizations in the UK have to deal with is employee turnover. Long working hours, stress, no career growth, under the perception of unrecognition are the causes for high attrition rates in the sector. Leadership is very critical in the alleviation of these problems by creating a good environment in which the employees can feel appreciated and important.
[image: ]
[bookmark: _az7zj19lw7hq][bookmark: _Toc218857079][bookmark: _Toc220408219]Figure 2.6.1: Leadership style in the UK
(Source: Ghaderi et al. 2023)
The successful leaders utilize the use of mentoring processes, training processes, and feedback processes to employ and make employee loyalty and reduce employee turnover at a minimum. It is concentrated on employee well-being, with flexible hours, reward schemes, and development programs, leading to higher levels of job satisfaction. Another feature of the labor force in the UK hospitality industry is the cultural diversity of the workforce: workers of different nationalities, cultures and language groups work together. This diversity is an advantage to the creativity and level of service, but it has a leadership dilemma of communication and team spirit. Effective leaders in this respect possess cultural intelligence and flexibility, which ensure inclusion and harmony in diverse teams. These also adopt group decision-making and free discussion to solve any possible conflict and facilitate understanding. All in all, the UK hospitality industry is moving towards more inclusive, transformational, and employee-oriented leadership.
[bookmark: _r1zc4a6eo957][bookmark: _Toc219718250][bookmark: _Toc220421382]2.7 Transformational vs. Transactional Leadership in Hospitality
Transformational and transactional leadership are two opposites yet complementary leadership styles that play a great role in the satisfaction of employees in the hospitality industry. Transformational leaders are all about encouraging and motivating employees by creating a powerful vision, developing creativity, and acknowledging individual input (Zia et al. 2022). Leaders who use this style are likely to empower employees, promoting independence and participation. On the contrary, transactional leadership is founded on coordinated supervision, monitoring of performance, and a reward-punishment system (Ramos-Maçães and Román-Portas, 2022). It attempts to promote compliance and efficiency, especially within an operationally intensive environment, like a hotel or restaurant.
Transformational leadership in the UK hospitality industry has been broadly linked with increased levels of job satisfaction, innovation, and quality of customer service (Alananzeh et al. 2023). The workers with transformational leaders also have a greater level of emotional commitment and loyalty because of the focus on empowerment and recognition. Transactional leadership provides stability in operations, role clarity, and quantifiable results, which are needed in the management of large teams and different levels of experience (Al-Sabi et al. 2024). However, overdependence on transactional leads to lower intrinsic motivation, creativity, and morale.


[bookmark: _Toc219718349][bookmark: _Toc220421437]Table 2.7.1: Comparison of Two Leadership Approaches
	Criteria
	Transformational Leadership
	Transactional Leadership

	Core Focus
	Inspires and motivates employees through vision, innovation, and empowerment.
	Ensures task completion and compliance through rules, supervision, and rewards.

	Leader Behavior
	Empathetic, visionary, emotionally intelligent, and people-oriented.
	Directive, controlling, task-oriented, and performance-driven.

	Impact on Employees
	Enhances intrinsic motivation, creativity, and job satisfaction.
	Promotes discipline and short-term productivity but may limit creativity.

	Communication Style
	Open, participative, and trust-based.
	Formal, hierarchical, and instruction-driven.

	Outcome in Hospitality
	Improves service quality, loyalty, and retention.
	Maintains operational efficiency and role clarity.


[bookmark: _oynemxqi58wz]The table evaluates the transformational and transactional leadership in the hospitality industry in the UK. Transformational leaders are visionary, empathetic, and empowering, which leads to more creativity and job satisfaction. Transactional leaders underline organization, control, and efficiency through rewards. An integrated combination of the two solutions leads to the best employee motivation, performance, and quality of services. The latest UK research supports the idea of a hybrid leadership approach, which is a combination of transformational inspiration and transactional discipline to maximize motivation and results (Gebreheat et al. 2023). The flexibility of leaders in exploiting both styles based on situational effects like the maturity of the workforce, cultural diversity, and organizational goals has been identified to have the most positive outcomes of enhancing employee satisfaction and service provision.
[bookmark: _p0trm01ha0aa][bookmark: _Toc219718251][bookmark: _Toc220421383]2.8 Role of Organizational Culture and Communication
The culture and communication in the organizational environment are critical factors contributing to the effectiveness of leadership and the satisfaction of employees in the hospitality industry. Culture is defined as a set of beliefs, norms, and values that govern the behavior of employees, whereas communication is the channel through which the cultural values are solidified (Yuan et al. 2022). The leaders in an industry that thrives on service, such as hospitality, where the culture of teamwork, inclusion, and transparency is important, are pertinent in shaping the hotel culture to promote the same culture.
Trust, engagement, and retention are enhanced by an open and favorable organizational culture. Open communication is used to make sure that employees know what is expected of these, to get constructive feedback, and to feel valued for their work (Abdullahi et al. 2025). The lack of proper communication and irregular leadership messages may result in a lack of clarity, unhappy employees, and a high turnover rate, which are common problems in UK hospitality organizations (Salem et al. 2023). Leaders who foster participative communication by organizing frequent meetings, conducting feedback, and two-way communication, provide psychologically safe places where creativity and expression of voice are possible.
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[bookmark: _28vqce3u13h6][bookmark: _Toc218857080][bookmark: _Toc220408220]Figure 2.8.1: Communication and Culture
(Source: Michael and Fotiadis, 2022)
This figure represents the way organizational cultures are created and maintained with the help of communication. It identifies five of these that are interconnected, and these include leadership behavior, organizational practices, shared beliefs, daily work habits, and group behaviors. Collectively, these issues support the idea of cultural values, employee relations, and define the effectiveness of communication in facilitating cohesion, performance, and general working conditions. Moreover, good communication fosters intercultural understanding, and it is especially important in the hospitality industry in the UK, where there is a diverse workforce. According to Al-Romeedy and Ozbek (2022), the engagement scores of companies that institutionalized transparent communication systems increased two times higher. Good communication also helps to synchronize personal and organizational goals of the employees, and the service delivery is consistent. In this way, leaders who address cultural awareness and open communication achieve trust, conflict minimization, and enhance the overall employee satisfaction and organizational performance.
[bookmark: _udmje1cw2o3x][bookmark: _Toc219718252][bookmark: _Toc220421384]2.9 Employee Motivation and Retention Strategies
The key to organizational sustainability in the hospitality industry is employee motivation and retention. Intrinsic motivators would be recognition, personal development, and autonomy, whereas extrinsic motivators would be salary, job security, and working conditions. The long working hours and irregular working schedules, along with emotional labor, commonly affect hospitality employees (Baig et al. 2021). Participative or transformational leaders have the opportunity to increase the level of intrinsic motivation through the establishment of trust and empowering their workers. Moreover, the training programs, recognition programs, and internal promotion opportunities are well-organized and contribute greatly to the rates of retention (Dawson et al. 2023). The Chartered Institute of Personnel and Development observed that up to 35% of the turnover decrease has occurred in the UK hospitality firms that implemented the employee development programs.
The rewards are not the only tool of retention strategies because the quality of leadership relationships should also be a point of interest. Employee satisfaction improves the quality of services and the satisfaction of customers, which implies a competitive edge to the organization. Therefore, the influence of leadership in the achievement of balanced motivational and retention strategies is critical in stabilizing the UK hospitality industry in the long run.
[bookmark: _xrwt1pyfh77x][bookmark: _Toc219718253][bookmark: _Toc220421385]2.10 The Role of Emotional Intelligence in Leadership Effectiveness
Emotional intelligence (EI) has emerged as an essential skill of good leadership, especially in industry customer-related businesses like hospitality. Abawa and Obse (2024) claim that EI involves self-awareness, self-regulation, empathy, motivation, and social skills, all of which affect the way leaders engage with their teams. High EI leaders are more likely to deal with interpersonal relations, minimize the level of conflict in the workplace, and create emotionally supportive climates.
Emotionally intelligent leaders build resilience, empathy, and trust in the hospitality industry of the UK, as workers often face high-stress scenarios and encounter varied groups of customers (Maheshwari et al. 2024). It is to perceive emotional clues, change leadership styles, and keep teams together even in a high-pressure situation. Emotional Intelligence is an additional component to transformational leadership since the two leadership styles are concerned with empowerment, empathy, and common vision.
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[bookmark: _w5h6pkwo0330][bookmark: _Toc218857081][bookmark: _Toc220408221]Figure 2.10.1: Impact of Emotional Intelligence on Leadership
(Source: Chi et al. 2023)
This graph illustrates the role of emotional intelligence in improving leadership. It proves that leaders with a high degree of emotional intelligence contribute to the improvement of communication, decision-making process, and conflict resolution, as well as staff engagement. The overall effects of these interrelated outcomes are the reinforcement of the leadership performance, trust, and motivation, and a more harmonious and productive organizational culture in the hospitality environment. It has been found that emotionally intelligent leaders are better placed to enhance employee morale, job satisfaction, and decrease burnout. Additionally, EI training should be included in leadership training programs to increase the skills of leaders in managing conflict, offering feedback, and encouraging teams (Kumari et al. 2022). Thus, emotional intelligence, in addition to enhancing the efficacy of leadership, also helps to achieve an improved well-being and service quality within the UK hospitality industry.
[bookmark: _fewa6ios0ofc][bookmark: _Toc219718254][bookmark: _Toc220421386]2.11 Gender and Diversity Perspectives in Leadership
Gender and diversity are the concerns that are now adopted in the contemporary leadership discourse, particularly in the hospitality sector, which has a diverse workforce. In the past, the hospitality industry has been dominated by male leaders, though over the past years, there has been an increase in women and persons of varied backgrounds holding leadership positions (Chaman et al. 2021). Gender diversity improves creativity, ethical decision-making, and innovation through the incorporation of diverse views.
Nevertheless, systematic obstacles like gender discrimination, career disparities, and work-life balance remain the things that bother female managers in the hospitality industry in the UK (Nguyen et al. 2024). It has been shown that female leaders tend to embrace transformational leadership behaviors with the following traits: empathy, collaboration, and inclusiveness, which are positive traits of employee motivation and satisfaction (Aljumah, 2023). In the meantime, different teams of leadership also promote better cultural awareness, which is essential in multicultural service settings.
[bookmark: _Toc219718350][bookmark: _Toc220421438]Table 2.11.1: Impact of Gender and Diversity on Leadership in the Hospitality Sector
	Aspect
	Description
	Impact on Leadership and Employees

	Gender Representation
	Historically male-dominated, but increasing participation of women in leadership roles.
	Promotes inclusivity, balanced decision-making, and employee trust.

	Leadership Style
	Female leaders often display transformational qualities such as empathy, collaboration, and participative management.
	Enhances motivation, teamwork, and employee satisfaction.

	Diversity in the Workforce
	Inclusion of multiple cultural, ethnic, and generational groups.
	Improves innovation, communication, and customer understanding.

	Challenges
	Gender bias, unequal promotion opportunities, and work-life imbalance.
	Limits leadership growth and reduces morale among underrepresented groups.

	Organizational Benefits
	Diversity-driven leadership fosters fairness, innovation, and a positive culture.
	Leads to improved performance, engagement, and job satisfaction.


[bookmark: _6tf2hdkugsta]The table brings out the role of gender and diversity in leadership in the hospitality industry. Greater female and diversity representation leads to inclusivity, novelty, and equality. The motivational aspect is improved by such traits as empathy and cooperation, with the obstacles of bias and lack of opportunities remaining. The acceptance of diversity enhances the organizational culture and satisfaction among employees and the overall performance (Amissah et al. 2022). Gender and ethnic diversity not only reinforce organizational culture but also reflect the diversity of the hospitality customers. By promoting equality in promotions, mentorship, and bias-free recruitment, fairness and motivation among employees are promoted. The UK hospitality industry is slowly realizing that leadership based on diversity creates better performance and well-being of the employees. Therefore, the issue of diversity acceptance does not just constitute a social duty but represents a business strength that enhances inclusivity, creativity, and work satisfaction.
[bookmark: _q877a0iz0tv5][bookmark: _Toc219718255][bookmark: _Toc220421387]2.12 The Impact of Leadership on Employee Well-being and Work-life Balance
The work-life balance and the well-being of employees are considered to be one of the most crucial aspects of satisfaction and performance in hospitality. The hospitality employees frequently have trouble balancing personal and professional life due to the work schedule and high working pressure (Albashiti et al. 2021). The leadership style is important in alleviating such difficulties. Empathy, recognition, and flexibility are transformational and supportive of leaders in ensuring well-being. The autocratic or purely transactional leaders prioritize performance instead of welfare and cause emotional exhaustion and dissatisfaction (Mgaiwa, 2023). Work-life imbalance is one of the most common triggers of high turnover in the UK hospitality industry, especially among the younger generation of employees. Emotional support leaders, flexible schedules, and attention to the needs of individuals also lead to a better psychological state and increased engagement.
Well-being is also promoted by ensuring that there is a healthy organizational climate that promotes stress management, peer support, and mental health awareness. Bukhari et al. 2024) concluded in their research that employees with compassionate leaders had lower absenteeism and job satisfaction. Therefore, an approach to leadership involving the adoption of the well-being of employees within the framework of strategic goals increases the loyalty of the staff and the quality of the provided services. The focus on well-being is thus not only ethical, but it is also instrumental in catalyzing long-term organizational success in the UK hospitality industry.
[bookmark: _Toc219718256][bookmark: _Toc220421388]2.13 Empirical Review
This empirical review critically analyzes past research on the action of leadership styles in motivating employees and job satisfaction, especially in the hospitality industry. The review under consideration is devoted to the subject of research, methods, and major results of previous empirical research, thus meeting the feedback criteria and providing a solid evidence-based platform for the current qualitative study.
Empirical Studies on Leadership Style and Employee Job Satisfaction
A number of empirical studies have been conducted to investigate the connection between the leadership style and employee job satisfaction in the hospitality industry. Mousa and Chaouali (2022) examined the relationship between transformational, transactional, and laissez-faire leadership styles and job satisfaction among five-star hotel employees. The research assumed a quantitative survey approach and involved 311 employees of hotels, and examined the data through a regression analysis. Despite the good statistical evidence of the study, it lacks a clear understanding of the individual perception of employees regarding leadership behavior.
Empirical Evidence on Leadership Style and Employee Motivation
The issue of employee motivation has also been a topic of research on leadership. The empirical study by Aldulaimi and Abdeldayem (2022) has conducted in the field of the food and hospitality industry to check the impact of the style of leadership on motivation and employee satisfaction. A quantitative approach that involved the use of a questionnaire has been used to collect data on 210 employees. It is concluded that transformational leadership had a positive impact on intrinsic motivation due to the influence of recognition, inspiration, and individualized consideration, and transactional leadership on motivation due to the usage of contingent rewards.


Contextual and Sector-Based Empirical Findings
Leadership styles are effective in different organizational settings. Dhar et al. (2022) used a mixed-method empirical research design to investigate the mediating effect of job satisfaction between leadership style and quality of service in international hotels and standard hotels. There are 104 hotels used as a sample. The results showed that transformational leadership is more effective in motivation and job satisfaction among employees and in international hotels. This paper brings out the fact that the effectiveness of leadership is determined by organizational structure, employee expectations, and complexity of operation.
Broader Service Industry Evidence
In addition to the hospitality industry, Xueyun et al. (2025) studied the leadership behavior and employee motivation in service industries through a quantitative method of structural equation modelling. The findings established that supportive and participative leadership styles had a significant negative impact on employee burnout and a positive impact on motivation due to the work-life balance. Nevertheless, the authors highlighted the necessity of the qualitative study in order to better comprehend the subjective experience of employees and their emotional reactions to the leadership practices.
The existing empirical evidence is very strong in proving the association between leadership style, employee motivation, and job satisfaction. However, most of the literature is based on quantitative designs, which do not provide a more in-depth insight into the perceptions of employees. The qualitative empirical studies are still absent in the UK hospitality industry.
[bookmark: _b5vns9h1p744][bookmark: _Toc219718257][bookmark: _Toc220421389]2.13 Literature Gap
Despite the fact that an extensive body of literature has been conducted on leadership styles and their role in influencing employee satisfaction, there are considerable gaps in the literature with respect to the UK hospitality industry. The majority of the existing research is devoted to the quantitative approach, and there is little qualitative data on how the selected employees feel about their leaders and what their experiences are. Moreover, the literature available today is more focused on transformational and transactional leadership, but does not consider other new models like authentic, servant, and adaptive leadership. The other gap is that little is done in exploring the mediating variables between leadership and job satisfaction, which are emotional intelligence, quality of communication, and organizational culture. Also, the leadership issues emerging after the pandemic, including mental health, the hybrid work environment, and retaining diverse workers, are under researched. Thus, the research fills these gaps by taking a qualitative, interpretivist standpoint to study the multidimensionality of the relationship between leadership style and employee satisfaction in UK hospitality organizations.
[bookmark: _de7su1twv1sp][bookmark: _Toc219718258][bookmark: _Toc220421390]2.14 Summary
The chapter has examined the literature present regarding leadership styles, employee satisfaction, and associated aspects of an organization in the UK hospitality sector. It reflected that transformational leadership tends to have the highest satisfaction and engagement levels, whereas transactional and autocratic leadership might impede motivation and creativity. The value of culture, communication, motivation, diversity, emotional intelligence, and employee well-being has also been highlighted as a part of effective leadership. Nonetheless, there are some discrepancies and contextual constraints in the previous research that prove the need of further examination, especially considering the qualitative opinions of employees. The research methodology that has been used to fill the gaps and bring more light on the dynamic between leadership and satisfaction in the UK hospitality industry is described in the following chapter.


[bookmark: _Toc219718259][bookmark: _Toc220421391]Chapter 3: Research Methodology
[bookmark: _5cyylnk0bdr9][bookmark: _Toc219718260][bookmark: _Toc220421392]3.1 Introduction
This chapter explains the research approach that is used to investigate the effect of leadership style on employee job satisfaction in the UK hospitality industry. The approach used is constructed within the direct correspondence of the research aim, objectives, and questions given in the research proposal. Due to the human-centeredness and service-focused quality of the hospitality business, a qualitative research approach is utilized to access an in-depth knowledge of the lived experiences of the employees and their perceptions towards leadership practices. The chapter clearly supports the choice of the research philosophy, research approach, and exploratory design. It also describes the application of primary data gathering method which includes semi-structured interviewing and that of thematic analysis, to provide a systematized analysis of qualitative data. To achieve the level of credibility, trustworthiness, and adherence to Level 7 standards of dissertation, ethical consideration, research rigor, and methodological coherence are highlighted.
[bookmark: _kfm6l62lcmyl][bookmark: _Toc219718261][bookmark: _Toc220421393]3.2 Research Philosophy
The type of research philosophy that is appropriate to the study is interpretivist that is best suited to address socially constructed realities influenced by individual experiences, beliefs, and perceptions. Interpretivism lies on the premise that reality is context-dependent and subjective, and not objective and measurable. The given philosophical standpoint is especially applicable to the current study, with both employee job satisfaction and leadership style being perceptual phenomena (Tan et al. 2025). It is affected by emotions, interpersonal relations, and organizational culture.
In the UK hospitality industry, employees are influenced by the leadership style of the employees in various ways based on the managerial behavior, the style of communication, the practices of recognition, workload, and work-life balance. An interpretivist approach also allows the researcher to explore these diverse interpretations in detail, whereby the participants state their own meanings and experiences of leadership practices. This methodology takes the analysis of leadership behaviors beyond the superficial scale and offers a deeper analysis of the insights into understanding and valuing leadership behaviors by the employees.
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[bookmark: _itkavheasvz5][bookmark: _Toc218857082][bookmark: _Toc220408222]Figure 3.2.1: Research Positivist Philosophy
(Source: Abbas et al. 2023)
This number demonstrates the systematic ranks of the research process, starting with research philosophy up to data collection methods. It shows the systematic alignment of interpretivism, which is an inductive approach, qualitative method,, and interviews to guarantee methodological consistency and rigor in the research design. Unlike positivist philosophy, which focuses on testing the hypothesis, objectivity, and statistical generalization, interpretivism focuses on the understanding of human behavior in its natural context (Patwary et al. 2024). Positivist methods are not used to comprehensively understand the emotional and relational dimensions of leadership, which are very important in service-oriented sectors such as hospitality.
The interpretivist philosophy is consistent with the research purpose of investigating the mechanisms behind and causes of leadership styles on employee job satisfaction, instead of measuring a priori relationships. The researchers are able to elicit subtle views of the hospitality employees that might not be clearly brought out by quantitative surveys by directly interacting with the employees in semi-structured interviews. Interpretivism is seen as a solid philosophical ground of this research since employee voices are kept in focus and leadership practices are explored in the context of the real organization.
[bookmark: _qfj3quy3hv3y][bookmark: _Toc219718262][bookmark: _Toc220421394]3.3 Research Approach
This research work uses an inductive type of research to enable the generation of insights based on empirical data. An inductive approach involves first gathering qualitative data and then moving to the discovery of patterns, themes, and interpretations instead of testing already existing theories or hypotheses. This renders it especially suitable when carrying out an exploratory qualitative research that aims at acquiring a detailed insight into the views of the participants (Aristana et al. 2022). The purpose of this study, in terms of the inductive approach, is to investigate how the leadership styles are viewed by the employees and how their views impact their job satisfaction in the UK hospitality industry.
In contrast to deductive reasoning, which is based on hypothesis testing, which is done with the help of existing theories, inductive reasoning permits discoveries to be made naturally out of the stories the participants should tell. This is particularly useful in the studies of leadership, since the experience of the employees is determined by emotional, cultural, and organizational influences which differ in the hospitality contexts. Through an inductive approach, the researcher takes these contextual differences and does not force high theoretical assumptions on the data.
An inductive approach is also very consistent with the application of thematic analysis since the themes are not pre-set but are derived from the data. The transcripts of interviews are analyzed systematically in order to draw the recurring patterns associated with leadership behavior, communication, motivation, and well-being of employees (Alsharif et al. 2023). Even though the existing leadership theories offer a guide to interpretations, it does not limit the process of analysis. The inductive research methodology strengthens the empirical validity of the study as it makes the findings based on the actual experiences in the real world. It allows the research to make unique contributions to the literature on leadership, especially in the context of the under-researched UK hospitality setting, and at the same time.
[bookmark: _y524hgklimwv][bookmark: _Toc219718263][bookmark: _Toc220421395]3.4 Research Design
The research design in this study is an exploratory qualitative research approach that seeks to examine how leadership style affects job satisfaction of employees in the UK hospitality industry. Such a design as an exploratory one is especially appropriate in cases when the current research provides a slight insight into the qualitative aspects of a phenomenon in a certain industry. Despite the extensive body of research on leadership and job satisfaction, there has been no profound qualitative research based on the experience of employees on the impact of leadership practices within UK hospitality organizations.
The challenges that make the hospitality industry complex in terms of leadership effectiveness are staff turnover, emotional labor, long working hours, and a culturally diverse workforce (Zhu et al. 2022). Exploratory qualitative design enables the researcher to focus on these complex problems by putting the personal experiences of the employees, their perceptions, and interpretations into attention instead of focusing on the pre-determined variables or strictly prescribed measurement schemes. This method allows a greater insight into the experience of leadership styles in real organizational contexts and their effects on job satisfaction.
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[bookmark: _h1xbjjirsqcc][bookmark: _Toc218857083][bookmark: _Toc220408223]Figure 3.4.1: Key Components of Qualitative Research Design
(Source: Sokro et al. 2021)
This number underlines the main attributes of the qualitative research design, such as exploratory, contextual, subjective, purposive sampling, deep data gathering, and cyclic analysis. All these components assist in the profound research of the perception and experience of employees in an organizational setting.
In addition, exploratory qualitative research is flexible in the research process. The formulation of interview questions may be enhanced during the data collection process when emerging themes may be studied in further detail (Sachdeva and Singh, 2023). This flexibility is especially useful in leadership research, in which there might be unexpected problems of emotional intelligence, managerial support, and post-pandemic problems in the workplace. The design is also iterative in the analysis of data, allowing reflection and refinements of data to be done continuously. The use of thematic analysis and the qualitative approach fits the exploratory research design well. It aids the purpose of the study to produce high-quality, contextualized information that is utilized in leadership practice, enhances employee satisfaction, and is part of employee retention in the UK hospitality industry.
[bookmark: _hv7ip7ra22pk][bookmark: _Toc219718264][bookmark: _Toc220421396]3.5 Data Collection Method
The data used in the current research are gathered as primary data in the form of semi-structured interviews, which are especially suitable when qualitative research is being conducted with the intention of investigating personal experiences and perceptions. Semi-structured interviewing enables the researcher to work on a set of predetermined interview guides and still have the flexibility to dig into areas of concern that might be raised. This method provides consistency between the interviews and also allows the participants to answer the questions in their own words. It is appropriate to study leadership style and job satisfaction among employees in the UK hospitality industry.
The interview questionnaire is created based on the research question and objectives using open-ended questions. The questions are based on the perceptions of the staff of the leadership style, management behavior, support and communication, motivation, job satisfaction, and work-life balance (Kustiawan et al. 2022). This design prompts the respondents to think about their own lives and gives in-depth answers that make it possible to gather qualitative and valuable data. Whenever it is needed, follow-up questions are employed to explain the answers and learn more about important aspects.
The researcher uses purposive sampling because the research requires participants who have the pertinent knowledge and experience of leadership practices in hospitality organizations. The sample group comprises employees employed in hotels and restaurants within the UK and includes the front-line operational and employees at the supervisory level. The diversity guarantees that the diversity of views regarding leadership behavior and job satisfaction is captured.
According to the qualitative research criteria, about 12-15 interviews are carried out in order to obtain data saturation. All the interviews should take between 30 and 45 minutes and be in person or online, depending on the availability and convenience of the participants  (Pham et al. 2022). All of the interviews are audio-taped with informed consent and transcribed verbatim. Thematically analyzed, the transcribed data allows identifying and interpreting recurring patterns and themes in a systematized manner. This procedure enables the provision of a sound empirical basis to approach the research questions and correlate the findings with the available body of literature about leadership and job satisfaction.
[bookmark: _jrj8lfmoow00][bookmark: _Toc219718265][bookmark: _Toc220421397]3.6 Sampling Strategy and Sample Size
This paper has been using the purposive sampling method to be sure that the sampled participants have been those who have firsthand experience of leadership practice in the UK hospitality industry. Purposive sampling is appropriate for qualitative research, which is directed at obtaining in-depth information but not statistically generalizable results. The study has allowed people who engage directly with supervisors and managers within the hospitality setting to become the focal point of the study and, therefore, the data obtained have been relevant, meaningful, and based on real organizational experiences. The sample consists of employees who work in various hospitality outlets, including hotels, restaurants, cafes, and service-oriented hospitality outlets in the  UK. The sample to be used to have an overall view of the leadership practices and their impact on job satisfaction incorporates individuals of various organizational levels, such as front-line staff, front-line workers, supervisors, and junior managers (Panagopoulos et al. 2023). This diversity has ensured that data capture variations in leadership experiences based on job role, everyday responsibilities, and organization structure.
The estimated sample size of 12-15 participants is deemed adequate in qualitative inquiry. This is such a size that the researcher delves into the personal view of each participant and, at the same time, identifies trends in the various interviews. It is also a suitable size because it has been used to reach data saturation, which is when there is no new theme or insight to get out of the extra interviews. Saturation increases the validity and fullness of the findings. The recruitment is done via professional hospitality network connections, online groups, and a direct approach by using hospitality organizations. The inclusion criteria require that one must be working within the UK hospitality industry either currently or recently. Individuals who fall short of these requirements are locked out to ensure that the research is of high quality and remains on point. The involvement is voluntary, the informed consent is provided, and the anonymity ensures confidentiality due to the anonymization of the responses and elimination of any identifiable information in transcripts (Chang et al. 2021). The purposive sampling strategy, hence, facilitates the purpose of collecting rich, relevant, and contextual information without compromising methodological rigor and ethical accountability.
[bookmark: _7yga71l3n0mj][bookmark: _Toc219718266][bookmark: _Toc220421398]3.7 Data Analysis Method: Thematic Analysis
Thematic analysis is taken as the approach to be applied in the analysis of the qualitative data that is gathered through semi-structured interviews. This type of analysis is quite appropriate in observing, systematizing, and understanding patterns of qualitative data. It has enabled the researcher to find out meanings contained in the accounts of the participants and also identify common themes that illustrate how leadership styles impact job satisfaction at hospitality settings. The analysis has entailed familiarization, entailing reading and re-reading the interview transcripts in order to have an in-depth insight into the experiences of the participants. This preliminary phase allows the investigator to identify preliminary concepts and possible fields of importance. Familiarization is the next process followed by coding. Coding refers to the process of assigning meaning to significant portions of the text that are associated with key concepts, behaviors, or experiences as reported by the interviewees (Abolnasser et al. 2023). The codes are based on the material communication, emotional support, recognition, workload pressure, fairness, or motivation.
Following the coding phase, similar codes have been clustered to give the initial themes. Themes are the general patterns that identify major details about the data and are extended to the research purpose. The topics that could be described are the supportive leadership behaviors, the negative impacts of the authoritarian practices, or the necessity of communication in influencing job satisfaction. The same themes are then checked so as to make sure that it represents the data correctly and do not overlap with each other. At this phase, themes are narrowed, merged, or eliminated depending on their pertinence and coherence. After finalizing the themes, it is given clear titles which depict the main meaning of the theme. Each theme is outlined in detail in order to have a clear picture of what it is and the way it is relevant to the research questions (Skopak and Hadzaihmetovic, 2022). The last phase of the thematic analysis is to create a consistent story that elaborates and interprets the themes. 
[bookmark: _mv7erwck76h8][bookmark: _Toc219718267][bookmark: _Toc220421399]3.8 Research Validity and Reliability (Trustworthiness)
However, in qualitative research, the conventional constructs of validity and reliability are treated with the concept of trustworthiness that incorporates credibility, transferability, dependability, and confirmability. Such criteria enable the findings of the research to be rigorous, transparent, and representative of the experiences of the participants. Since this study has an interpretive or qualitative theme, trustworthiness is anchored to improve the nature of the findings and their credibility. Credibility is the degree to which the research is capable of reflecting the views of the participants (Xuecheng and Saina, 2022). The credibility of this study is also promoted by the use of semi-structured interviews, where the participants have the liberty of relating their experiences and perceptions using their own words. Probing questions are applied to elucidate answers and to develop a better understanding of leadership behaviors and job satisfaction. Also, recordings are made verbatim; this way, the views of the participants are recorded naturally.
The issue of transferability is whether the findings can be extended to be used in similar situations. Although qualitative studies are not dedicated to statistical generalization, specifics of the research environment, the nature of participants and the organizational context are outlined. This enables the readers to evaluate the applicability of the results to other hospitality settings in the UK. Dependability is associated with stability and openness of the research process. This paper is consistently reliable, as all phases of the research are thoroughly described, such as research design, data collection steps, and steps of thematic analysis. The thematic analysis is applied in a systematic manner to ensure that the findings are made using the data (Zhou and Tufail, 2022). Confirmability deals with how far the results are influenced by the participants more than by the bias of the researcher. Reflexivity is also exercised during the research process, and the researcher is cognizant of personal assumptions and keeps an audit trail of coding choices and theme development.
[bookmark: _nv5xwb6t9i5p][bookmark: _Toc219718268][bookmark: _Toc220421400]3.9 Ethical Considerations
This study is based on ethical considerations, which are discussed in compliance with the university's ethical regulations and the research standards of the profession. Since the study is a human study, special attention is paid to the protection of the rights, dignity and well-being of the participants of the study during the work. The main ethical principles applied to the study are informed consent, confidentiality, anonymity, voluntary study participation, and proper data handling. A detailed information sheet about the purpose of the study, research objectives, methodology, and nature of their participation is given to all participants before data collection commences. The rights of participants are adequately explained by the information sheet as well. Such as the right of participants to ask questions, refuse to participate in the study, or withdraw without penalty or explanation. During interviews, informed consent is given, and the participants must be made aware of everything in the research process and also be willing to participate.
All participants are assigned pseudonyms, and possible identifiers are deleted in all transcripts of interviews and research output. Audio data and transcripts are safely placed on password-protected devices only readable to the researcher. All the data processing and storage activities are in accordance with the General Data Protection Regulation (GDPR), and the personal data is legally, safely, and academically processed. The possible psychological and professional risks of sharing workplace experiences and leadership practices are also taken into account in the study. The participants are assured that the study not reveal any sensitive organizational data and not provide answers to the employers and other parties. The interviews are done in respectful, supportive and non-judgmental ways to reduce the discomfort. The participants are told that they can refuse to respond to any question that they are sensitive to or uncomfortable with.
[bookmark: _ozfq8wb36xb5][bookmark: _Toc219718269][bookmark: _Toc220421401]3.10 Summary
This chapter has described the methodology that is used to analyze the effects of the leadership style on the job satisfaction of employees in the hospitality industry in the UK. This research is based on an interpretivist research philosophy, and it uses an inductive, exploratory qualitative approach to facilitate the lived experiences and perceptions of employees in the leadership practices. The primary data collection tool would be semi-structured interviews, with the aid of purposive sampling to guarantee relevancy and richness of understanding. Thematic analysis offers a flexible and systematic method of analysis of qualitative data and recognition of significant patterns pertaining to leadership and job satisfaction. Issues of trustworthiness in the chapter have focused on the credibility, dependability, transferability and confirmability of the findings. The research design has taken into consideration ethical concerns such as informed consent, confidentiality, and data protection. The findings on the basis of this methodology are given in the next chapter.


[bookmark: _Toc219718270][bookmark: _Toc220421402]Chapter 4: Results and Analysis
[bookmark: _g4vovwxehd47][bookmark: _Toc219718271][bookmark: _Toc220421403]4.1 Introduction
This chapter gives the analysis and results of the primary qualitative data gathered using an interview questionnaire, which is administered to employees in the hospitality industry. This chapter aims to discuss how leadership styles determine employee job satisfaction, motivation, and performance. Consistent with the interpretivist research philosophy chosen in the current research, the thematic analysis strategy is used to determine the major patterns and common meanings in the responses of the participants. The sample used is heterogeneous, as it comprised hospitality employees holding different positions and organizational settings, which allowed analyzing the perceptions of leadership across the board. The results are also arranged in the form of five major themes that are directly based on the structure of the interview questionnaire. The interpretation of results is supported using visual representations, like charts and graphs, to make it more understandable. The chapter is completely dedicated to presenting and interpreting the findings, and the implications of these are addressed in the following chapter.
[bookmark: _qt7hc9y96s71][bookmark: _Toc219718272][bookmark: _Toc220421404]4.2 Overview of Participants
The sample used in this research is 50 workers in the hospitality industry, who represented a variety of job types, experience levels, and types of organizations. The sample consisted of frontline employees, supervisors, managers, employees in the back office, as well as employees in other related positions within the hospitality industry (Lin et al. 2022). The supervisors are the biggest respondent group, followed by employees in the miscellaneous or specialized category, with the latter being a smaller percentage of the sample. This distribution meant that the multiplicity of organizational levels would be heard. Participants are widely spread across the tenure in terms of industry experience. Many years of experience (more than six years) are reported by a large percentage, which means that some of the respondents are very familiar with operations in the hospitality and leadership practices. Workers who have experience of less than one year, one to three years, and four to six years are also fairly represented, which enabled conducting comparisons between the early-career employees and the experienced employees.
The respondents worked in various types of hospitality organizations such as hotels, restaurants, cafes, and travel or tourism-related services. Many respondents chose other, which implies that it represents a variety of or mixed-hybrid hospitality environments. This variety made the study stronger as it can capture the leadership experiences in a wide range of operational environments. The sample demographics are sufficient, balanced, and representative enough to examine leadership styles and their effects on staff job satisfaction in the hotel industry.
[bookmark: _a47kxu4nuyox][bookmark: _Toc219718273][bookmark: _Toc220421405]4.3 Thematic Analysis Overview
Thematic analysis is used in the analysis of the data obtained using the interview questionnaire based on the six-phase model of Braun and Clarke. The method is selected because it is the most appropriate for finding regular patterns and common perceptions of qualitative data. The analysis started with familiarization, whereby responses are read sequentially to get a deep view of the views of the participants. The first codes are further created as significant patterns are identified among responses in relation to leadership behaviors, job satisfaction, motivation, and performance.
In the third stage, preliminary themes are composed as related codes are clustered. These themes are checked and revised to have internal consistency and well-delineated themes. The analysis revealed five broad themes that directly related to the sections of the questionnaire in the interview (Hien and Tuan 2023). The themes are later defined and labeled to depict a concept focus and applicability to the purpose of the research.
Despite the fact that the questionnaire is based on the option type of questions, the thematic analysis is chosen by analyzing the response patterns, frequency distributions, and conceptual associations between items. This made it possible to find out the prevailing perceptions and opposing opinions of the participants. Interpretation of themes and improved transparency are facilitated by visual data representation. The concluding themes give a systematic model of perceiving the expressions of leadership styles in employee job satisfaction and subsequent results in the hospitality industry.
[bookmark: _tdqwp3y96ksc][bookmark: _Toc219718274][bookmark: _Toc220421406]4.4 Theme 1: Perceived Leadership Styles in the Hospitality Sector (RQ2)
This theme directly refers to Research Question 2 (RQ2): What is the perception of the hospitality employees about the leadership styles practiced by their managers in the UK hospitality industry?
The results show that there are very different perceptions that employees had depending on the style of leadership. Transformational and participative leadership are viewed positively as employees relate such leadership styles to open communication, support, and participation in a decision-making process, contributing to the level of trust and commitment at work. The autocratic and laissez-faire styles yielded both positive and negative views; this is mainly because of the limited communication, overcontrol, or a lack of managerial direction (Ghaderi et al. 2023). Such perceptions indicate that leadership behavior influences the lived experience of employees in the workplace, and the direct use of which influences their judgement of managerial performance. The results suggest that engagement and support-based leadership styles are viewed as the most effective in the hospitality industry, answering RQ2.
[bookmark: _c783box9lz9u][bookmark: _Toc219718275][bookmark: _Toc220421407]4.4.1 Job Roles within the Hospitality Sector (Q1)
In order to put the employee perceptions under RQ2 into perspective, the respondents have been selected across a wide range of job functions, which include frontline employees, supervisors, managers, and back-office employees. The supervisory roles are dominant, which makes perceptions of leadership informed since it is in constant contact with management. This heterogeneity builds the validity of the results, whereby leadership perceptions have been recorded at various levels of hierarchy in the hospitality organizations.
[image: ]
[bookmark: _jzimqvlcmilm][bookmark: _Toc218857084][bookmark: _Toc220408224]Figure 4.4.1.1: Distribution of Participants by Job Role in the Hospitality Sector
This figure shows how the respondents are distributed in various job positions in the hospitality industry (Pattali et al. 2024). The highest number is the supervisors (30%), then the ones who chose the other (24%), and back-office employees (20%). The managers took 14% of the respondents, and the frontline staff is the lowest group at 12%. The diversity distribution shows that the views are obtained at a variety of organizational levels, which offered equal representation of leadership experiences and job satisfaction across hierarchical positions in the hospitality industry.
[bookmark: _h7px15jlux4y][bookmark: _Toc219718276][bookmark: _Toc220421408]4.4.2 Work Experience in Hospitality (Q2)
In making informed perceptions on leadership, experience in the workplace is significant. The combination of young staff and long-term, high-experience staff members makes it possible to discuss RQ2 through both short-term and long-term perspectives of leadership exposure.
[image: ]
[bookmark: _srybhmgg1tef][bookmark: _Toc218857085][bookmark: _Toc220408225]Figure 4.4.2.1: Participants’ Years of Experience in the Hospitality Industry
The table below, shown in the figure, displays the years of experience of respondents in the hospitality industry. Most participants (36 percent) indicated that it has over six years of experience, which means that the sample to be studied is highly experienced. The 24% of the total number of employees consisted of employees with less than one year of experience, those between one and three years of experience, and those between four and six years of experience, respectively. These two levels of experience increase the validity of the results because the perceptions of both low-career and long-term hospitality workers are considered.
[bookmark: _h10jsmq6v3th][bookmark: _Toc219718277][bookmark: _Toc220421409]4.4.3 Organizational Type (Q3)
The sample in the study has worked in hotels, restaurants, cafes, and tourism-related organizations, so the perceptions of the leadership styles have not been related to one operational model.
[image: ]
[bookmark: _bxu0saij5kz3][bookmark: _Toc218857086][bookmark: _Toc220408226]Figure 4.4.3.1: Type of Hospitality Organization of Respondents
This number demonstrates the categories of hospitality organizations the respondents worked for. The sample members are spread in hotels (20%), restaurants (18%), cafes (20%), and travel or tourism organizations (14%) (Kasalak et al. 2022). A large percentage (28) used others, indicating a representation of a variety or blended hospitality environment. The differences in the type of organizations ensure that the results are based on the leadership practices and experiences of job satisfaction in various hospitality settings and not just one organizational format.
[bookmark: _vtb719cx3g2q][bookmark: _sf1ltpska8j][bookmark: _Toc219718278][bookmark: _Toc220421410]4.5 Dominant Leadership Styles (Q4)
The respondents have various styles of leadership, but most mentioned autocratic, transformational, and participative leadership. This difference highlights the differing managerial behaviors and their future impact on employee attitudes and contentment.
[image: ]
[bookmark: _ayl2xoigo56t][bookmark: _Toc218857087][bookmark: _Toc220408227]Figure 4.5.1: Perceived Leadership Styles of Managers
The figure shows how the participants rated the leadership styles of their managers. Most of the frequencies are autocratic (32%), transformational (18%), and laissez-faire (18%). Participative leadership is found to have 16 percent of the respondents, and transactional leadership and uncertainty, not sure, are reported in lesser proportions as well. The results show that staff members are exposed to diverse types of leadership methods, and directive methods of leadership predominate and potentially impact organizational satisfaction of the employees and motivation differently.
[bookmark: _himex6kdq5lr][bookmark: _Toc219718279][bookmark: _Toc220421411]4.5.1 Influence on Manager Leadership (Q5)
The reactions marked the perception of leadership effects on the working experience in both ways. A vast number of the employees stated that their impact has a positive impact, but a high percentage of employees stated that its impact has a negative or at least highly negative impact; hence, the importance of leadership in driving employee experiences.
[bookmark: _Toc219718280][bookmark: _Toc219718351][bookmark: _Toc220421439]Table 4.5.1: Influence on Manager Leadership (Q5)
	Question
	Highly Agree
	Agree
	Neutral
	Disagree
	Highly Disagree

	Q5
	16
	14
	5
	8
	7

	Q6
	12
	15
	6
	10
	7


[bookmark: _Toc219718281]Explanation:
Q5 is directly connected with the vision of the effects of leadership on the experience of working of the employees.
Q6 has to do with how the employees took part in decision-making and you might be asked to supply this data.
[image: ]
[bookmark: _9j2bi5obkjbo][bookmark: _Toc218857088][bookmark: _Toc220408228]Figure 4.5.2.1: Influence of Managerial Leadership on Employee Work Experience
This number demonstrates the impact of managerial leadership on the work experiences of the employees. Combined, 38% of respondents said that it is influenced positively or very positively, which is a positive indicator that leadership plays a positive role in the experiences of employees (Katircioglu et al. 2022). Nevertheless, 24% of these reported a negative influence, and 20% reported a very negative influence, whereas 18% of these did not see any significant influence. These results imply that leadership practices are important in determining staff experiences, and it has a significant influence in different organizational settings.
[bookmark: _cm677v12p795][bookmark: _Toc219718282][bookmark: _Toc220421412]4.5.3 Employee Involvement in Decision-Making (Q6)
The degrees of employee engagement are quite different, and those people who had more positive perceptions of leadership. It has more participation in the decision-making process, and those who had less participation had reduced participation and weak experiences with leaders.
[image: ]
[bookmark: _6p8vtj3tdsnk][bookmark: _Toc218857089][bookmark: _Toc220408229]Figure 4.5.3.1: Clarity of Managerial Communication of Expectations
The figure gives the perceptions of the respondents on the clarity with which managers communicate expectations. Most respondents also reported the presence of clear or very clear communication (42%), which implies that information sharing is effective in most organizations. Nevertheless, 34% of these found communication unclear or very unclear, and 24% answered neutrally. This difference brings out the importance of clear communication as one of the most important aspects of leadership that may facilitate or cripple employee understanding, performance, and job satisfaction in the hospitality industry.
[bookmark: _sfy2l8hiuz9u][bookmark: _Toc219718283][bookmark: _Toc220421413]4.6 Theme 3: Job Satisfaction and Its Determinants
This theme studies general job satisfaction and the factors that contribute to job satisfaction. The respondents experienced work experiences that are both positive and negative, as it is indicated by a mixed degree of satisfaction. The identified contributors that played the most important role toward job satisfaction are supportive leadership and recognition, then comes work-life balance and fair workload. The main factors that decreased the level of satisfaction are the absence of recognition and effective communication. These results reveal the significance of leadership behavior in influencing employee satisfaction even when it is not related to monetary or contractual settings.
[bookmark: _6t0qtf4bsxj3][bookmark: _Toc219718284][bookmark: _Toc220421414]4.6.1 Overall Job Satisfaction Levels (Q7)
Respondents had different levels of job satisfaction (Alkadash et al. 2023). Although a large percentage of these said that it is satisfied, some told of dissatisfaction and hence show inconsistency in employee experiences in the hospitality industry, which is affected by leadership and organizational practices.
[bookmark: _Toc220421440]Table 4.6.1.1: Overall Level of Employee Job Satisfaction
	Level of Job Satisfaction
	Number of Respondents
	Percentage (%)

	Very Satisfied
	10
	20%

	Satisfied
	12
	24%

	Neutral
	11
	22%

	Dissatisfied
	9
	18%

	Very Dissatisfied
	8
	16%

	Total
	50
	100%


The table shows that hospitality employees have an average level of job satisfaction. Although 44 percent of the respondents said that it has satisfied or very satisfied, a significant number of 34 percent indicated discontent, and this showed that there are still some concerns in the sector. The 22% of neutral answers is an indication of doubt or ambivalent experiences. These results emphasize the importance of leadership behavior in determining the level of employee satisfaction in the UK hospitality industry.
[image: ]
[bookmark: _fix88nft13xg][bookmark: _Toc218857090][bookmark: _Toc220408230]Figure 4.6.1.1: Overall Level of Employee Job Satisfaction
This number is used to show the general levels of job satisfaction among respondents in the hospitality industry. There is an even distribution in the distribution, with 44% of the participants indicating that they are very satisfied or satisfied. Another 22% said that it is neutral, and 34% said that they are dissatisfied or very dissatisfied. The results indicate moderate satisfaction rates of hospitality workers, indicating that although a significant number end up with positive employment results, a sizable percentage is unsatisfied with their jobs, which can be explained by the leadership-related and organizational factors.
[bookmark: _atc7oeqf8cil][bookmark: _Toc219718285][bookmark: _Toc220421415]4.6.2 Factors Contributing to Job Satisfaction (Q8)
The most influential contributors to job satisfaction have been identified as supportive leadership and recognition. Work-life balance and workload are also valued, and salary and career development are considered relatively minor.
[image: Forms response chart. Question title: Q8. Which factors contribute most to your job satisfaction? (Select all that apply). Number of responses: 50 responses.]
[bookmark: _dgqq2b7clg12][bookmark: _Toc218857091][bookmark: _Toc220408231]Figure 4.6.2.1: Key Factors Contributing to Employee Job Satisfaction
The figure shows the key factors that lead to job satisfaction of employees. The most influential factor is supportive leadership, and closely followed by recognition and appreciation. Other factors that are deemed significant included work-life balance and adequate workload, whereas those that received the least are career development, salary, and benefits (Stamolampros and Dousios 2024). These findings raise awareness that interpersonal and leadership-related variables are more important determinants of job performance satisfaction than the financial or career advancement aspects in the hospitality industry.
[bookmark: _oaczxdutx9wh][bookmark: _Toc219718286][bookmark: _Toc220421416]4.6.3 Leadership-Related Challenges (Q9)
Other major issues associated with leadership included a lack of recognition and poor communication. The factors mentioned are deemed to be major issues that decrease the level of job satisfaction, indicating sectors that need to be significantly improved by leadership.
[image: Forms response chart. Question title: Q9. Which leadership-related factors reduce your job satisfaction? (Select all that apply). Number of responses: 50 responses.]
[bookmark: _7i2m7jjiezks][bookmark: _Toc218857092][bookmark: _Toc220408232]Figure 4.6.3.1: Leadership-Related Factors Reducing Job Satisfaction
This number illuminate’s leadership-related elements, which have an adverse impact on the job satisfaction of employees. The greatest problem is found to be a lack of recognition, followed by poor communication (Lee et al. 2023). The respondents also stated that it had been treated unfairly, controlled too much, and had no supporters, though fewer stated that it does not have any negative aspects. The results highlight the fact that leadership behavioral deficits, especially about recognition and communication, are major factors that lead to low job satisfaction among hospitality workers.
[bookmark: _ppofv7fmmghk][bookmark: _Toc219718287][bookmark: _Toc220421417]4.7 Theme 4: Impact of Leadership Style on Motivation and Performance
This theme brings out the role of the kind of leadership style in employee motivation and performance. A significant percentage of the respondents said that leadership influenced their motivation moderately or highly (Basalamah 2023). Favorable leadership behaviors increased engagement and productivity, whereas unfavorable behaviors diminished motivation and performance. Nevertheless, there are a few respondents who indicated little influence, which implies the difference in the effectiveness of leadership in organizations. The leadership style is one of the primary predictors of employee motivation and work performance in the hospitality industry.
[bookmark: _d9qgfuos6sk7][bookmark: _Toc219718288][bookmark: _Toc220421418]4.7.1 Leadership and Motivation (Q10)
Most of the respondents indicated that their motivation has moderately to strongly affected by the leadership style. The leadership style that increased engagement and decreased motivation, respectively, has effective and ineffective leadership, showing leadership as the key aspect of employees' performance.
[image: Forms response chart. Question title: Q10. To what extent does leadership style affect your motivation?. Number of responses: 50 responses.]
[bookmark: _5x4kixak0t5r][bookmark: _Toc218857093][bookmark: _Toc220408233]Figure 4.7.1.1: Impact of Leadership Style on Employee Motivation
The figure shows how much leadership style can affect the motivation of the employees. Most of the respondents (58) indicated moderate to very high impact, and this shows that leadership behavior is an important element in determining levels of motivation (AL Muayad and Chen 2024). The 44% believed that leadership had little or no impact, indicating that there is diversity in leadership influence within organizations. These results support the significance of good leadership behavior in employee motivation in the hospitality industry, as well as offering some disparity in the effectiveness of leadership in various workplace environments.
[bookmark: _zch19qbksdd4][bookmark: _Toc219718289][bookmark: _Toc220421419]4.7.2 Leadership and Work Performance (Q11)
The style of leadership has been seen to influence performance. Leadership behaviors that enhance productivity are positive, whilst those practices 3 have a detrimental effect on performance, but some respondents used to have little impact on the performance due to leadership behaviors.
[image: Forms response chart. Question title: Q11. How does leadership style influence your work performance?. Number of responses: 50 responses.]
[bookmark: _9h8f90scb7pw][bookmark: _Toc218857094][bookmark: _Toc220408234]Figure 4.7.2.1: Influence of Leadership Style on Employee Work Performance
This figure presents the perceptions of the participants on the effects of leadership style on work performance. Combined, 40% of the respondents said that it has experienced positive or very positive impacts, which means that effective leadership can have an impact on improving the performance of employees (Ramos-Maçães and Román-Portas 2022). Nevertheless, 34% of these are impacted negatively or very negatively, whereas 26% did not have any significant impact. The results indicate that leadership style has a critical but diverse influence on employee performance, which is determined by management strategy and organizational environment.
[bookmark: _Toc220421441]Table: 4.7.1: Impact of Leadership Style on Motivation and Performance
	Leadership Style
	Motivation Level
	Performance Indicators
	Employee Satisfaction with Leadership

	Transformational
	High
	Work Quality, Creativity, Engagement
	High

	Transactional
	Medium
	Efficiency, Task Completion, Compliance
	Medium

	Participative
	High
	Work Quality, Collaboration, Innovation
	High

	Autocratic
	Low
	Efficiency, Task Completion
	Low

	Laissez-faire
	Low
	Efficiency, Minimal Supervision
	Low



[bookmark: _ieqnx03fb43d][bookmark: _Toc219718290][bookmark: _Toc220421420]4.7.3 Recognition and Support (Q12)
Most of these also stated that it faces poor managerial recognition. Little recognition harmed morale and satisfaction, which means that recognition is a very serious but less-used leadership practice in hospitality organizations (Amissah et al. 2022).
[image: Forms response chart. Question title: Q12. Do you feel recognised and valued by your manager?. Number of responses: 50 responses.]
[bookmark: _gcfy0jw7rj04][bookmark: _Toc218857095][bookmark: _Toc220408235]Figure 4.7.3.1: Perceived Level of Recognition and Value from Managers
The figure shows how the employees perceive that it is recognized and valued by their managers. As 26 per cent claim always or frequently to be recognized, a bigger percentage claimed only to be recognized occasionally or infrequently. Interestingly, one out of every three stated that it has never felt recognized. These findings underscore recognition as a major issue in the hospitality industry, and that lack of appreciation by the managers can lead to reduced motivation, interest, and general job satisfaction.
[bookmark: _szytmpufcls7][bookmark: _Toc219718291][bookmark: _Toc220421421]4.8 Theme 5: Preferred Leadership Practices and Improvement Areas
This theme examines the practices by the leadership that are seen as the most effective in enhancing job satisfaction. The most effective ones are found to be transformational leadership and a mixture of leadership styles (Al-Sabi et al. 2024). The areas mentioned as the improvement opportunities are flexible working arrangements, improved communication, and recognition. The respondents noted the significance of adaptive and people-focused leadership practices by the fact that the hospitality sector is dynamic, and the employees have expectations of the management to be supportive of them.
[bookmark: _Toc220421442]Table 4.8.1: Preferred Leadership Practices and Improvement Areas
	Most Effective Leadership Style
	Preferred Practices
	Areas for Improvement

	Transformational
	Recognition, Employee Development
	Workload Management, Feedback Systems

	Transactional
	Task Clarity, Reward-Based Motivation
	Employee Empowerment, Flexibility

	Participative
	Teamwork, Open Communication
	Decision-Making Involvement

	Autocratic
	Clear Instructions, Efficiency Focus
	Employee Engagement, Trust Building

	Laissez-faire
	Autonomy, Minimal Supervision
	Accountability, Leadership Direction



[bookmark: _2129nejtqhhc][bookmark: _Toc219718292][bookmark: _Toc220421422]4.8.1 Most Effective Leadership Style (Q13)
Rating systems (Transformational leadership and mixed leadership) have seen to be the most effective in improving employee satisfaction. These styles have been linked to ability, motivation, and better workplace relationships.
[image: Forms response chart. Question title: Q13. Which leadership style is most effective for employee satisfaction?. Number of responses: 50 responses.]
[bookmark: _6rj0n0rgmusm][bookmark: _Toc218857096][bookmark: _Toc220408236]Figure 4.8.1.1: Most Effective Leadership Styles for Employee Satisfaction
This number demonstrates how the participants perceive the most effective leadership styles in the process of promoting the level of employee satisfaction (Al-Habsi et al. 2022). The most effective leadership style is found to be transformational leadership, with a combination of leadership approaches coming in the next place. Participative and autocratic styles are less popular, and transactional leadership is moderately supported. The results indicate that flexible and inspirational leadership styles are seen as more effective in enhancing job satisfaction than the hard/firm and control-oriented leadership styles.
[bookmark: _7hkvt49ecmsg][bookmark: _Toc219718293][bookmark: _Toc220421423]4.8.2 Leadership Practices for Improvement (Q14)
The most important practices that have been mentioned as practicable to improve job satisfaction include flexible working, better communication, and recognition. Such findings can be attributed to the favorable aspect of supportive and adaptive leadership behaviors in the choice of employees.
[image: Forms response chart. Question title: Q14. Which leadership practices would improve job satisfaction? (Select all that apply). Number of responses: 50 responses.]
[bookmark: _a9vaeok48wu9][bookmark: _Toc218857097][bookmark: _Toc220408237]Figure 4.8.2.1: Leadership Practices that Could Improve Job Satisfaction
As the figure reveals, some leadership practices are seen to have been most effective in increasing job satisfaction (Gebreheat et al. 2023). The most common practice that is chosen is flexible working arrangements, followed by better communication and increased recognition. The employee involvement, training, and development are also determined, albeit less. The above findings suggest that adaptive leadership practices, which contribute to the work-life balance and open communication, are appreciated by the employees, which supports the necessity of employee-centered management practices within hospitality organizations.
[bookmark: _utep79rtlf5f][bookmark: _Toc219718294][bookmark: _Toc220421424]4.8.3 Ethical Consent Confirmation (Q15)
Informed consent, voluntary participation, and data consent have all been verified by all participants. This confirmation validates the use of ethics and guarantees the credibility and integrity of the primary data gathered.
[image: Forms response chart. Question title: Q15. Consent Confirmation. Number of responses: 50 responses.]
[bookmark: _i9csqqiishvo][bookmark: _Toc218857098][bookmark: _Toc220408238]Figure 4.8.3.1: Participant Consent Confirmation
This number proves that participants agreed with the ethical requirements of the research. Most of the respondents reported that the participation had been voluntary and had read the participant information. All the responses confirmed consent to the use of data as an element of academic research. Such findings confirm the adherence to ethical principles and make possible the appropriateness and credibility of the primary data obtained in this study.
[bookmark: _Toc219718295][bookmark: _Toc220421425]4.9 Discussion of Key findings
In this part, the critical analysis of the main findings of the research is presented in comparison with the available literature. Transformational and participative styles of leadership have been found to be perceived positively to the employees and their perception increases in job satisfaction. The negative perceptions have related to autocratic and laissez-faire leadership styles. The results are in line with other studies that have emphasized the significance of effective communication and involvement of employees towards enhancing job satisfaction and performance. The research also correlates with the works of (Ghaderi et al. 2023) who state that the practice of supportive leadership is a significant contributor to increased employee motivation and organizational commitment in the hospitality sector. The results show that there is need to adopt an adaptive leadership style when dealing with the various needs of employees.
The results of this research are quite consistent with the available literature that demonstrates the favorable effects of transformational leadership and participative leadership on job satisfaction among employees in the hospitality industry. The same has been observed by Gebreheat et al. (2023), who established that the higher the rate of motivation and commitment is, the higher the engagement of employees, appreciation, and open communication by a leader. The current research also supports the Two-Factor Theory of Herzberg, as non-financial inclinations like recognition, support of the leader, and communication have rated as more significant than those that pertained to salaries.
On the contrary, the adverse attitudes of autocratic and laissez-faire types of leadership can be explained by the fact that the two are in line with the results of earlier research conducted by Fayed and Fathy, (2022), who proved that either high level of control or low level of control results in dissatisfaction, stress, and low performance among employees in the hospitality industry. Nevertheless, in contrast to other previous research, which discovered transactional leadership as a moderately effective style, the study indicates that transactional styles cannot be used alone to maintain long-term satisfaction. This deviation can indicate the changing expectations of the employees in the post-pandemic environment of the UK hospitality sector, where becoming more adaptive and emotionally intelligent in their leadership approach is essential.
[bookmark: _i9c5zc5nrrcu][bookmark: _Toc219718296][bookmark: _Toc220421426]4.10 Chapter Summary 
This chapter has provided the findings of the thematic analysis of primary qualitative data gathered on hospitality employees. These findings reveal a strong correlation between leadership style and employee job satisfaction, motivation, and performance. The most positive perceptions of leadership styles are in transformational and participative leadership styles, and job satisfaction decreased due to the shortcomings in communication and recognition (Mgaiwa 2023). The issue of leadership became one of the focal point issues that affected employee experiences within organizational settings. The results indicate that hospitality organizations should embrace fluid, accommodative, and communicative leadership styles. These findings directly respond to the research goals and form a sound ground on which to discuss the chapter, critically analyze the findings against existing literature and theoretical frameworks.
The chapter 4 of this dissertation gives results and analysis of the collected qualitative data of 50 employees in the UK hospitality industry. The main objective of this chapter is to understand how leadership style would influence employee job satisfaction, employee motivation, and employee performance as perceived by the employees themselves. The analysis of the data was made through thematic analysis, and the findings were organized around five great themes, each of which has a specific research question.
The first theme, Perceived Leadership Styles in the Hospitality Sector, brings to the fore the different leadership styles that the employees receive which include transformational, transactional, autocratic, and laissez-faire. As it turns out, the transformational and participative style of leadership are linked to increased cases of trust, commitment by employees and general satisfaction, whilst autocratic and laissez-faire style tends to result in less satisfaction and motivation. Under the Dominant Leadership Styles section, the research determines transformational leadership as the most perceived effective type and has been mentioned by many of the participants in promoting open communication, involvement, and motivation of the employees. The theme of Job Satisfaction and Its Determinants highlight the imperativeness of the leadership in the determination of job satisfaction in which the supportive leadership and recognition proved to be the most influential factor that led to satisfaction.
Moreover, Impact of Leadership Style on Motivation and Performance discusses the issue of direct impact of leadership on employee motivation and work performance. The findings reveal that such leadership styles as transformational and participative not only motivate workers, but also improve their performance, creativity, and engagement. Finally, the theme of Preferred Leadership Practices and Improvement Areas shows that such leadership practices as recognition, communication, and involvement in decision-making are the preferred by employees. The areas of improvement are workload management and the necessity to have a better employee feedback system. On the whole, the chapter highlights the relevance of leadership in determining employee experiences in the UK hospitality industry, and it specifically indicates that transformational and participative leadership styles had a positive influence on job satisfaction, motivation, and performance.


[bookmark: _Toc219718297][bookmark: _Toc220421427]Chapter 5: Conclusion and Recommendations 
[bookmark: _Toc220421428]5.1 Introduction
This chapter is a research by summarizing the major findings of the relationship between leadership styles and employee job satisfaction in the UK hospitality industry. It reaffirms the research objectives and emphasizes the way it has been met by analyzing and discussing the results. The chapter also outlines viable suggestions that the hospitality managers can implement in order to enhance employee satisfaction, motivation, and retention in the workplace by adopting effective leadership practices. It further describes the theoretical and managerial implications of the study, the limitations of the research, and finally gives recommendations on future research. The chapter can be used to combine the findings of the study and show how its findings can be relevant to the academic literature and practice used in the industry.
[bookmark: _Toc219718298][bookmark: _Toc220421429]5.2 Summary of Key Findings 
This study examined how the leadership styles have  related to job satisfaction among the employees in the UK hospitality industry. The research found that the employees had good perceptions towards both transformational and participative leadership styles with good communication, recognition, and employee engagement being reflected on the increased job satisfaction levels.
Objective 1: To identify the major variables affecting employee job satisfaction and turnover within UK hospitality industry
The results showed that non-financial aspects have the strongest and most influential determinants of job satisfaction and turnover. The key variables affecting the level of satisfaction are supportive leadership, good communication, recognition, and involvement of the employees. The dissatisfaction and high turnover intentions have significantly related to poor communication, no recognition, high levels of managerial control, and low involvement in decision-making.
Objective 2: To examine the employee perception of leadership styles within UK hospitality organizations
Transformational and participative leadership styles are positively perceived by employees, where it has linked to trust, motivation, and inclusion. Meanwhile, autocratic and laissez-faire leadership styles are perceived unfavorably because of a lack of support, effective communication, and engagement. The perceptions have shown that leadership behavior is a key determinant of employee attitudes and workplace experiences.
Objective 3: To investigate how leadership styles affect job satisfaction in 50 hospitality employees
It has found that job satisfaction and motivation depend heavily on the leadership style. Employees under transformational and participative leaders have been reported to have a high level of satisfaction, engagement, and organizational commitment. The authoritarian leadership styles have been associated with a lack of engagement, low morale, and performance, which corroborates the importance of leadership style to employee performance.
Objective 4: To determine the best style of leadership that can be used to improve job satisfaction and decrease turnover
The best style of leadership adopted is transformational leadership, with participative leadership coming second. Such styles have been realized to enhance good working conditions, minimize turnover intentions, and enhance employee performance. The results indicate that adaptive, supportive leadership practices play a crucial role in maintaining employee satisfaction in the hospitality industry in the UK.
[bookmark: _Toc219718299][bookmark: _Toc220421430]5.3 Implications for Theory and Practice 
This study has many implications in terms of the leadership theory and its practical application in the industry of hospitality.
Implications for Theory
This research paper is also a contribution to the existing literature in the field of leadership styles with reference to the hospitality industry. It builds up the point that, transformational and participative leaders contribute to higher levels of employee job satisfaction which is consistent with other studies, which argue that motivation, recognition, and employee engagement enhance organizational performance (Teoh et al. 2022). Furthermore, the research extends the knowledge of the influence which leadership behaviors (communication and participation in decision-making) have on the perceptions and attitudes of employees at work.
The study also prolongs the introduction of the leadership theories, such as transformational and participative models, into the investigation of their real-life application in hospitality organizations. Although these theories are common knowledge in the study of general leadership, the results offer evidence of their unique suitability and influence in the context of hospitality industry (high-interaction, customer-focused, unique environment). Another important aspect of effective leadership in this sector that is highlighted by the study is the significance of emotional intelligence, communication and cultural sensitivity. Moreover, the study points out the lack of knowledge on the multifaceted connection between leadership styles and employee satisfaction in hospitality industry especially in relation to how leadership affects motivation and work performance and commitment to the organization (Conroy et al. 2023). The results contribute to the literature by offering empirical evidence on the effectiveness of leadership on these aspects, which can be used to give insights on the field that has not comprehensively studied before.
This study has many implications in terms of the leadership theory and its practical application in the industry of hospitality.
Implications for Practice
To practitioners, the study provides meaningful information on the role of various leadership styles to employee satisfaction and organizational performance in the hospitality sector. The application of transformational and participative leadership styles can be beneficial to hospitality managers because the two styles are encouraging employee engagement, motivation, and retention (Nguon, 2022). When leaders communicate clearly, recognize and give them a chance to participate in making decisions, then it is establishing a setting whereby the employees feel important which makes them become highly satisfied and loyal to the organization.

The paper recommends that managers need to emphasize on the development of an inclusive work place where open communication and feedback are promoted. This is aid in building trust between the employees and the leaders, which increases morale and job satisfaction. In addition, the study illustrates the need to support personal and professional growth of employees since transformational leaders tend to empower employees and give them a chance to grow.
Conversely, the study highlights the deleterious effect of autocratic and laissez-faire group leadership that leads to disengagement, frustration, and dissatisfaction with employees. Managers with a directive leadership style and who do not provide adequate support and recognition to the employees can be associated with increased turnover rates and decreased employee morale (Asianab, 2023). The research article reveals that a more accommodating leadership style is necessary to enhance job satisfaction and retention in the hospitality sector. To sum, the results of the present study have significant implications on the leadership theory and practice. Hospitality organizations may enhance employee job satisfaction, motivation and performance using transformational and participative leadership styles, which eventually results in improved organizational outcome and minimized turnover. This study forms the basis of future studies on leadership in hospitality industry especially concerning the practice of leadership theories.
[bookmark: _Toc219718300][bookmark: _Toc220421431]5.4 Recommendations for Hospitality Industry Managers 
The findings of this study can help hospitality industry managers to adopt certain leadership practices in order to improve the performance, retention and job satisfaction of employees.
· Embrace Transformational Leadership: Managers ought to emphasize the ability to inspire and motivate the employees using a common shared vision and opportunities of personal development. Increased employee engagement and job satisfaction have been associated with transformational leadership that promotes creativity, empowerment and innovations (Pahi et al. 2022). Leaders are expected to offer support, reward, and positive feedback that may enhance the intrinsic motivation and dedication of employees towards the organization.
· The Promotion of Participative Leadership: The managers are supposed to involve the employees in the decision-making processes and enable them to present their ideas and feel a sense of ownership toward their work. This strategy brings in a feeling of belonging and empowerment thus improving job satisfaction and commitment to organization. Managers can also establish trust; enhance team dynamics by fostering participative problem solving, and free sharing of information with the overall team.
· Enhance Communication: Employee satisfaction requires proper and open communication. Managers are expected to make employees know their roles, responsibilities, and goals of the organization. Feedback, team meetings, and individual conversations is used regularly to deal with any emerging issues and maintain the employees on the same page (Rajani, 2023).
· Give Recognition and Support: It is necessary that the managers should acknowledge and value the efforts of the employees on a regular basis. Recognizing the big and small accomplishments are create a good working atmosphere and strengthen the intended behaviors. In addition, emotional and professional support is also essential, particularly to those employees under great pressure or prolonged working hours.
· Nurture Leadership Competencies: Managers ought to invest in their leadership and competencies, which includes emotional intelligence, conflict management, and flexibility. When leaders enhance their skills in comprehending and dealing with the needs of employees, it is possible to make the workplace more accommodating and reduce the ill effects of stress and turnover.
[bookmark: _Toc219718301][bookmark: _Toc220421432]5.5 Recommendations for Future Research
Further studies on the topic of leadership styles and job satisfaction of employees in hospitality sector can elaborate on various aspects that have not sufficiently covered in this study.
· Other Leadership Styles: This research study has based on transformational, participative, autocratic and laissez-faire leadership and this could be supplemented in future research with other possible leadership styles, such as, redirected leadership, adaptive leadership, and authentic leadership. The study of the impact of these new leadership styles on employee satisfaction and commitment in the hospitality industry may offer new knowledge to the managers who aim to improve organizational performance (Naqvi and Naqvi, 2024).
· Cross-Sector Comparisons: The further expansion of the research to the other sectors other than hospitality might be needed to conclude whether the results are industry-specific or can be applied to other service-oriented companies. A comparative analysis of leadership effects in different sectors like retail, healthcare, and education, among others, would help in developing an extensive insight on the effectiveness of leadership in customer-oriented jobs.
· Quantitative Research with Generalization: Although the present study has conducted with, the qualitative approach to help develop in-depth knowledge regarding employee’s perceptions, future investigations might incorporate quantitative research approach to find data related to a larger sample (Ishaque et al. 2022). This may aid in testing the external validity of the research and give a wider statistical account of the relationship between leadership styles and employee job satisfaction in a variety of hospitality organizations.
· Effects of Leadership on Employee Well-being: Future research would be interested in investigating more specifically the relationship between leadership styles and employee well-being, such as mental health, stress, and work-life balance. This would be particularly significant in the light of the high-stress atmosphere of the hospitality sector and the growing concern of employee welfare within the organizational framework.
· Longitudinal Research: To understand the overall impact of leadership on employee job satisfaction and turnover over a longer period, longitudinal research that followed the outcomes of leadership styles on the same issue may shed more lights on the retention and performance of the employee in the long term (Turyahebwa et al. 2022). This is another research topic that such studies could look into as perception of leadership changes with the increase in experience in an organization among employees.
· Cultural and Demographic Variables: Future studies would investigate the influence of the leadership styles on the employees with various cultural and demographic backgrounds. This would be especially applicable in multicultural working setting such as those that are prevalent in UK hospitality industry whereby perceptions of leadership may differ within various cultural and generational groups (Gyamerah et al. 2022).
[bookmark: _Toc219718302][bookmark: _Toc220421433]5.6 Limitations of the Study 
Despite the fact that this research paper brings important information about the association between leadership styles and employee job satisfaction in the hospitality industry in the UK, it is important to note that the study has a number of limitations.
· Sample Size and Scope: The research used a sample of 50 participants and this might not be a good representation of the entire spectrum of employees in the entire hospitality industry. A more diverse and broader sample is able to provide a more holistic picture of the leadership experiences and job satisfaction rates of the employees working in various organizational settings.
· Geographical Limit: The study only targeted the UK hospitality industry making it difficult to extrapolate the results to other areas or states (Gil-Cordero et al. 2023). The employees may have vastly different views and interpretations of leadership practices in particular cultural and geographical context, which require a deeper research into international environments to be able to make comparisons.
· Qualitative Approach: Although the qualitative methods offer in-depth understanding of how employees feel about a situation, the results are subjective and based on the personal experiences of the participants. The use of interviews in the study also can be subject to bias because the employees may give an answer due to personal reasons, including the leading of the organization or the culture of the organization.
· Absence of Managerial Perspectives: The research has centered on the views of employees but not managerial views or leadership views (Mohammad et al. 2023). By embracing the managerial perspectives, it would give us a more balanced picture of the leadership styles and their effects on the employees and the organizational performance.
· Cross-sectional Design: A cross-sectional design is used in the study and captures data at one point in time, which means that it is impossible to determine the impact of the leadership on the employee satisfaction and turnover in the long-term. The longitudinal studies would give a better idea of how leadership practices change and shape the experiences of employees over an extended period.
[bookmark: _Toc219718303][bookmark: _Toc220421434]5.7 Conclusion 
This paper investigated the connection between leadership styles and the job satisfaction of employees in the hospitality industry of the UK. The study has demonstrated the very important role that leadership has in motivating, performing, and retaining employees. Transformational and participative leadership styles have found to have a positive influence on job satisfaction that created an atmosphere of trust, involvement, and appreciation. Employees, working under transformational leaders, who are vision-focused, empowered, and people-developed, had higher chances of being motivated and committed to their organizations. The aspect of participative leadership where the employee is encouraged to participate in the decision-making process has also positively related to the increased level of satisfaction.
Conversely, autocratic and laissez-faire leadership styles have associated with the lowest levels of employee satisfaction as employees saw the two styles as overbearing or uninvolved. Under these styles of leadership, poor communication, inability to recognize, and limited participation in decision-making have some of the major causes of dissatisfaction. The paper highlights the significance of leadership in ensuring that the work environment is favorable to the extent that employees not only have the highest levels of job satisfaction, but also increased organizational performance. The adoption of more supportive and inclusive leadership practices based on emphasizing clear communication, employee recognition, employee development can be beneficial to managers in the hospitality industry.
Although the research has an insightful study in relation to how leadership influences job satisfaction, it also presented a number of research areas in the future. These involve the investigation of how other leadership styles can affect the organization, the cross-sector comparisons and the long-term consequences of leadership on employee retention and wellbeing. In spite of the study limitations, such as its small population sample and geographical orientation, the results are related to the knowledge of the dynamics of leadership in the hospitality industry and provide some practical recommendations on how to improve the effectiveness of leadership and the satisfaction of employees.
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