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This essay examines how hospitality leadership styles affect team performance and morale. Leadership is vital to employee engagement, as a 2021 Gallup survey found that engaged companies earn 22% more (Gallup, 2021). The Hilton Hotel shows how strong leadership improves guest and employee satisfaction. Strong leadership maintains high standards and employee well-being in the fast-paced, service-driven hotel sector. Leadership styles affect hospitality teamwork, motivation, and job satisfaction. This is relevant since the industry has high turnover and shifting consumer expectations. This essay contrasts Transformational, Transactional, and Situational Leadership on team morale and performance. This research will also examine UK hotel management's different leadership styles, achievements and failures. Leadership styles and hospitality employee results are examined in this essay, along with techniques to engage and empower personnel. 
Leadership theories explain how styles affect teams and organisations. Great Man Theory was among the first to say leaders are born. According to this idea, only certain people may lead (Mullins, 2019). Based on this idea, leadership studies neglect situational elements and skill development. Transactional leadership promotes leader-follower engagement. This technique achieves organisational goals through structure, rewards, and sanctions. Leadership like this requires and rewards obedience. This strategy maintains order and productivity but discourages risk-taking and personal growth, which may limit creativity and innovation. Douglas McGregor's Theories X and Y contrast worker motivation (Boddy, 2017). Theory X argues workers are lazy and need constant supervision to be productive. Self-motivated people thrive in accountable, participatory workplaces, says Theory Y. This contrast highlights leadership motives and employee perspectives. 
Considering a manager's people and production priorities, the Blake and Mouton Managerial Grid suggests five leadership styles. The grid shows poverty, country club, task, middle-ground, and team management (Valdivia, Torres and Sánchez, 2022). Team management increases organisational outcomes by focusing on staff satisfaction and productivity. This paradigm balances task- and people-oriented leadership. Adair's ACL paradigm emphasises task, team, and person. This theory suggests that good leaders balance task completion, teamwork, and personal growth. Teamwork, motivation, and production can be improved by leadership. Kurt Lewin defined leadership as autocratic, democratic, or laissez-faire. Unilateral executives govern their teams. It speeds decision-making but diminishes staff morale and motivation (Rivaldo, 2021). Democratic leaders foster ownership and commitment through cooperative decision-making. Employee engagement and happiness grow with participation. Encourage creativity and freedom by letting people work freely. Mismanaged, this method lacks direction and responsibility. 
Other leadership theories are worth exploring. Transformational leaders motivate people to succeed. Transformational leaders inspire dreams, build relationships, and innovate (Mullins, 2019). Empowering and praising followers boosts staff morale. Servant leadership prioritises employee and community needs over organisational goals. This approach promotes employee performance through empathy, listening, and ethical decision-making. Leaders who develop workers enhance morale and loyalty. Per Hersey and Blanchard's Situational Leadership theory, team readiness and context impact leadership success. The idea urges leaders to use directive or supportive follower-development approaches (Boddy, 2017). Flexible, responsive leaders improve team performance and happiness. Adaptable leaders can handle complicated and changing conditions. This strategy promotes resilience, creativity, and adaptability. Adaptive leaders encourage experimentation and learning from mistakes to increase teamwork. 
Finally, leadership theories present varied views on how leaders affect teams and organisations. The Great Man Theory had limitations in explaining leadership. Transactional Leadership encourages exchange, while McGregor's Theory X and Y examines employee motivation. Blake and Mouton's Managerial Grid and Adair's Action-Centred Leadership Model emphasise task-people balance (Valdivia, Torres and Sánchez, 2022). Lewin's Transformational, Servant, Situational, and Adaptive leadership styles boost morale and teamwork. These theories assist hospitality leaders boost teamwork and employee satisfaction. 
Leadership style can have both pros and cons. Transactional leadership (structured roles, goals, and performance-based rewards or penalties) is popular and efficient in standardised industries like the UK hotel industry (Khan, Masih and Ali, 2021). Hotel staff morale and relationships benefit and suffer from this leadership style. Short-term performance and efficiency improve with transactional leadership. Setting standards and rewarding personnel for meeting goals promotes accuracy and consistency. Hotel efficiency may improve with transactional leadership. Bass created transactional leadership in 1985 from Max Weber's bureaucracy theory, emphasising order and immediate goals. This strategy helps supervisors focus workers on performance measures in major hotels with well-defined positions and frequent output measurements. Former McDonald's UK and Ireland CEO and hotel manager Paul Pomroy manages UK hotels using transactional leadership (Deen and Ali, 2021). Pomroy pushed operational standards and performance-based rewards to improve customer service and efficiency. His transactional leadership improved hotel and fast-food service consistency by focusing on results and procedures. Large hotel chains benefit from this focus on standards and performance since brand reputation and customer satisfaction depend on consistent service. 
Transactional leadership is beneficial but lacks teamwork and energy. Innovation and originality are limited. Transactional CEOs may limit creativity with analytics (Ma and Jiang, 2018). Staff may be unable to innovate or suggest improvements. When consumer tastes change, such rigidity may prevent hotel staff from providing tailored or innovative service. According to Herzberg's two-factor theory, transactional leadership diminishes extrinsic reward dissatisfaction but not intrinsic motivation, which fosters long-term commitment. Transactional leadership may promote top-down management, hurting morale (Thapa and Parimoo, 2022). By focusing on individual performance and rewarding or punishing based on results, transactional leadership may hamper teamwork and accountability. Employees may prioritise tasks above problem-solving and service improvement. This could split the team and prioritise performance over collaboration. Transactional approaches helped former De Vere Hotels COO David Guile streamline operations during restructuring. This focus on individual success hurt teamwork and morale, critics warned. Transactional leadership may value short-term gains over staff development (Gerçek, 2017). Goals and rapid rewards can create a transactional relationship between management and staff, where incentives drive behaviour rather than loyalty. Employee involvement affects hotel visitor satisfaction and service. Employee attrition and alienation may result from performance-based pay. Employee motivation research by Herzberg shows that extrinsic rewards cannot maintain job satisfaction. Hotels have high turnover, thus staff may leave without growth, development, or incentives. 
Finally, transactional leadership helps UK hotels meet short-term goals consistently. The operations and service of Paul Pomroy and David Guile have improved under this leadership. The current approach struggles to foster creativity, teamwork, and staff loyalty (Kužnin and Walker, 2017). Transactional leadership may work well in large hotel chains where standardisation and efficiency are key, but it does not encourage intrinsic drive and teamwork, which are necessary for a pleasant and sustainable workplace. For hotel longevity, combine formal performance management with staff development and innovation. 
UK hotel management is competitive, requiring multiple leadership styles for operational success and guest satisfaction. Hotel leaders must meet labour and client needs. Many top UK hotels adopt transformational leadership to improve employee engagement and service. The London Savoy Hotel illustrates revolutionary leadership by inspiring (Dashper, 2020). Leadership at Savoy encourages workers to improve client experiences. This strategy has created an innovative culture where staff are respected and motivated to exceed guest expectations. The Savoy keeps consumers and staff because of its welcoming attitude. Premier Inn leads using transactional leadership by being efficient and consistent (Bowie, 2018). To accomplish operational goals, Premier Inn personnel must clean rooms and check in on time. This management style ensures company service consistency by region. Operations are efficient, but this technique may lack the emotional connection needed to enhance staff morale and loyalty. 
McGregor's Theory X and Y affected UK hotel management. Because Theory Y hotels value self-motivation and responsibility, staff are more engaged. Staff at Hilton London Metropole promote freedom and choice (Valdivia, Burín and Montes, 2019). With empowerment, staff morale and contentment increase service. Employee engagement may be difficult at Theory X hotels. A cheap hotel case study showed directive management caused high turnover and low morale. Theory Y improved team chemistry and culture, indicating leadership style affects employee satisfaction. Blake and Mouton's Managerial Grid can assess UK hotel management leadership (Rabiul and Yean, 2021). This paradigm emphasises people-production balance. Marriott International prioritises employee well-being and productivity. Marriott's rigorous training and solid work-life balance help workers achieve high operating standards. Leadership that prioritises people and tasks decreases turnover and boosts visitor satisfaction. 
Adair's ACL balances task, team, and individual needs. This concept works when these three components interact in hotel management. Team leaders at the Radisson Blu Edinburgh are educated to address employee requirements and achieve team and operational goals. Staff are more energetic and serve guests better (Wen et al., 2019). UK hotels follow Lewin's authoritarian, democratic, and laissez-faire methods. Peak periods require swift decisions, therefore autocratic leadership may work. The ExCeL London Exhibition Centre uses an authoritarian approach to guarantee staff follow operational requirements and provide excellent service during a major event. Balance is needed because this approach may not satisfy employees long-term. Teamwork has been fostered by democracy at Hotel du Vin. Ownership boosts morale and service quality in this inclusive method (Veliu et al., 2017). Shared ideas empower and improve problem-solving and service innovation. The hotel sector requires structure and monitoring, therefore lax leadership is rare. In creative marketing and event management, hands-off can increase creativity and autonomy. A hotel's marketing team can test new guest-friendly promos in a relaxing setting. 
Leadership styles affect hospitality satisfaction and teamwork. Leadership styles impact company performance, morale, and productivity. Leadership affects teams and workers. Teamwork and employee satisfaction are enhanced under transformational leadership (Ashton, 2018). Team leaders who inspire make others feel valued and involved. Inspiration and vision help teams succeed. Through open communication and collaboration, transformational hotel CEOs establish worker belonging. When employees feel valued, job satisfaction and retention rise. Transformative leaders boost staff engagement and customer loyalty, according to research. Transactional leadership (performance-based rewards and penalties) may not satisfy employees later. Although rapid, this method lacks the emotional connection needed for continued engagement. Burnout can result from treating employees like cogs (Zaim, Demir and Budur, 2021). Transactional mind-sets may cause hospitality professionals to prioritise short-term aims over customer relationships, lowering service quality. This leadership style limits creative and personal growth, demotivating workers to innovate or exceed expectations. 
McGregor's Theory X and Theory Y say leadership styles affect teams. X thinks workers need constant monitoring and control; Y argues they want responsibility and self-motivation. Theory X hotels may have low morale and turnover without trust (Sarwar et al., 2020). A toxic workplace with helpless and indifferent workers might come from authoritarian leadership. Theory Y organisations boost job satisfaction with trust and autonomy. Because individuals lead, these workplaces work better together. Blake and Mouton's Managerial Grid balances people and output. Prioritising both improves teamwork and employee satisfaction (Rivaldo, 2021). Effective and caring hotels provide supportive and appreciated workplaces. Teams and partnerships improve efficiency with this balanced approach. CEOs who rank efficiency over employee well-being may lower morale and increase absenteeism, hurting teamwork and performance. 
Adair's Action-Centred Leadership Model prioritises tasks, teams, and individuals. This tells leaders that satisfying team needs is essential to success. Hospitality executives boost employee happiness with encouragement and resources (Ma and Jiang, 2018). After meeting their requirements, team members improve their chemistry and performance. Career recognition boosts job happiness and dedication. Leadership styles like Lewin's autocratic, democratic, and laissez-faire affect team performance and employee contentment. Autocratic executives can make rapid judgements during busy times but may alienate personnel. Teamwork and contribution boost morale and job satisfaction under democratic leadership. Employees who feel heard are more engaged. Inclusion and democracy increase effectiveness by encouraging teamwork to achieve goals. Though hospitality struggles with laissez-faire leadership, innovation thrives (Kužnin and Walker, 2017). Teams may struggle with accountability and attention without supervision, lowering performance. This strategy can boost employee happiness in independent and innovative companies since team members can try new things. 
Finally, leadership styles have the ability to affect hospitality worker morale and effectiveness. Research shows transformational and situational leadership boost employee engagement and happiness. These tactics boost employee loyalty by promoting teamwork, motivation, and ownership. Dissatisfaction and turnover can result from transactional and dictatorial leadership. These approaches' lack of worker commitment and vision causes disengagement. Research suggests that team-specific leadership styles improve performance and employee well-being. This essay stresses that the hotel industry's dynamic nature necessitates leadership review and adaptation. Leadership styles should be evaluated over time to understand how they affect staff retention, work satisfaction, and customer satisfaction. Strategic hotel management leadership frameworks will benefit from these insights. Leaders must adapt their characteristics to foster a positive company culture in this competitive industry. 
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