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High employee turnover coupled with these changes in the hotel industry create a situation in any organization that requires leadership and management challenges for consistently producing the required excellent services. That it is possible to apply leadership styles in this sector does mean that morale and team performance is affected, or conversely the organizational lack-of, is affected. For the same reason that the field is still emerging, it is critical to understand the complex relationship between the team cohesiveness, employee satisfaction, and leadership approaches. Hospitality operations are multifaceted, more outlet demands from guests, innovative technologies and competitive environment makes the uniqueness necessary that the leadership solutions can be adaptively managed and changed according to the context to maintain the quality of services consistently. 
It can therefore be argued that history of leadership theories is complete and forms the basis of how leadership effectiveness may be viewed in managing the running of the hotel. Yukl (1989) established that the previous leadership theories provided concepts that exist in current theories; concept one is power dynamics; concept two is influence dynamics; and concept three is the behavioural element. Mullins (2023) while according to him the today’s leadership theories are best suited for business where customer relations are staff satisfaction based, note that leadership is now associated with inherent concept particularly emotional intelligence and flexibility. The modern approaches are quite relevant to the hospitality industry because managers meet human relations between people and organizational objectives, such as efficiency, quality, etc.
There are so many theories of leadership that help people understand how leaders influence their subordinates and achieve organisational objectives. The first leadership theory that can be discussed is trait theory that assumes that leaders are destined to be what they are. It is founded on these attributes as seen below Charisma, Intelligence, and Decisiveness (Mullins, 2019; Robbins & Judge, 2017). It is a theory that supports the idea that there are individuals who are naturally born to become leaders, and that leadership is inborn. But this approach has received criticism for being quite bureaucratic and for not considering how leadership skills dynamics (Armstrong, 2021). Leadership skills often require a degree of adaptability and consideration of the environment within the context of the volatile and comparatively more, and actively, people-focused industry of hospitality. These are features that though can be acquired along the process, are not in-born qualities. 
Behavioural theories differ from trait theory in that consider certain specific behaviour demonstrated by the leaders. These ideas divide leadership philosophies into three groups: laissez faire, democracy, and autocracy. Each group has unique traits. Autocrats make their decisions themselves and count on their juniors to do things in an equivalent manner. This may prove helpful in conditions where fast decision making and clear directions are preferable, such as hotel cooking or, specific service shifts (Bloisi et al., 2007). However, since most of the activities are handled by the higher authority, with little or no chance for employees’ contribution it hinders innovation and as a result leads to employee unrest (Buchanan & Huczynski, 2019). The democratic leadership fosters an environment where staff members feel valued and want to work hard for the success of the company by being abreast on decision made within the company (Adair, 2009). However, this approach might foster creativity and morale, but it may slow down decision-making processes in many contexts, even if decisions may be urgently needed, as it is the case of hotels (Yukl, 1989).
Laissez-faire leadership policies provide team members with plenty of room regarding how they complete their work. However, in environments that need the element of order and guidance, this approach suggests a lack of clear course among highly motivated and gifted employees. Laissez-faire leadership is not often favoured in the hospitality industry because the smooth running of business, and stability of the service delivery systems often call for more direct control (Mullins, 2023). 
The contingency theories of leadership, including Hersey- Blanchard’s Situational Leadership Theory and Fiedler’s Contingency model highlight on the importance of the matching of leadership style to specific situation or context. As per Fiedler’s model, formal control, clarity of the tasks, and the nature of the member-leader interactions facilitate influence the leadership potency of the leader. Another model: Hersey-Blanchard supports the idea that leaders’ behaviors should be adjusted with respect to their subordinates’ development level: it is acceptable to use rather delegative behavior when organizing the work of rather mature and skilled teams, while using rather directive behavior in regard to the teams that are not very skilled (Yukl, 1989). One must appreciate that leaders in the hospitality sectors require the ability to shift from one strategy and course of action to another depending on circumstances. This is because the context can shift, from managing stressful situations, to ensuring that every day runs as smoothly as possible. 
Nevertheless, there has been a change in basic assumptions in the theoretical framework on hospitality leadership in the past several decades. Mullins (2019) contains a vast amount of information concerning the patterns of organisational behaviour and raises awareness of the fact that different leadership beliefs can affect the entire organisation process. This understanding is especially important in the international hotel companies, where directors are required to lead people from diverse cultures and at the same time provide standardized services. Since such tasks are challenging, leaders must design intricate strategies that will facilitate the organisation and accommodate the mainstreaming of diverse cultural factors. 

In the hotel industry, therefore, transformational leadership has been procured to be an amazingly effective strategy. Patriar and Wang (2016) have pointed out that having transformational leaders in the hotels are effective in motivating the staff members with betterment of performance in their department. Such type of leadership fosters innovation and engulfs a positive organizational culture which in turn enhances the levels of organizational commitment and employee participation. This perspective is backed up by Teoh and his colleagues’ (2022) demonstration of how the relationship between enhanced employee performance in Malaysian hotels and transformational leadership characteristics cannot be doubted. This is especially revealed in their study where they show how increased employee satisfaction level and group productivity is tied to personal attention and motivating factors. 
That way, the significance of some key factors when applying transformational leadership in the hospitality environments can be understood. Skodny (2012) and Wood (2012) also concur with Boddy (2017) that have postulated the fact that change process success has a strong correlation on both corporate culture and leadership. This shows why leadership frameworks must be implemented with understanding the organisation’s context. In cases of hotel chains that require a consistent standard of services across various places with an understanding of the cultural relativism of the areas the alignment is highly necessary. 
By contrast, Tsai (2008) has been devoted to discussing the contingency perspective of transactional leadership and the differences in the effectiveness of using this leadership style while operating in different contexts of the hospitality industry. This type of theoretical approach can keep uniform the organizational operation standards by using the clear existence and combination of reward and punishment systems but would not completely address the social and psychological demands and desires of positioning service sector employees. Armstrong (2012) asserts that the situational leadership model provides the managers with an even better solution by providing them with a means, by which they can manage their skills to fit different situations and the needs of their subordinates. This adaptability is quite relevant in the hotel business because members of a single department may need leadership in one way while members of another will need it in a unique style. In the context of the hospitality industry management practices, leadership behaviour or type is most influential in determining worker engagement and overall happiness. Others within hotel setups at work environments and leadership style as determinants of job satisfaction and employee performance according to Pawirosumarto et al., (2017). From their study, they prove that an organization’s efficiency depends on the leadership approach used and establish the need to enhance workplace environment to foster positive staff development. According to Yue et al. (2019), this study highlights the role of maintaining positive communication patterns in developing trust and providing positive organisational change. 
This kind of project work has cyclic nature, which makes it practically challenging to be effectively led in the case of an organization within the hospitality industry. Thus, Arasli et al. (2020) creates seasonal employee leadership measures that give significant new insights into the processes of the temporary workforce management. This seasonal factor means that the executives have the challenge of ‘steeping’ and maintaining team. Harmony when staff are frequently changed over. When considering the extent to which work-life balance causes happiness among the employees, Arnold (2020) has pointed out that the aspects mentioned above should be considered by managers. As a result of a changing human resource, the executives need to establish elaborate training and development mechanisms that can accommodate new employees while maintaining adherence to the organisational standards. 

Looking at the hospitality management, it has been found that organisational culture affects leadership in a big way. For instance, Buchanan and Huczynski (2007) show that team efficacy improves when both leadership and organisational norms match the culture. This of course is especially significant for multinational hotel chains because of differences in culture which only complicates leadership issues. As Huczynski and Buchanan (2019) evaluated the role of change management in leadership and its impact on organisational performance, they established that adaptiveness is highly beneficial in sort the organisational transformation. 
From the analysis of the above factors, several factors would be observed when practicing performance management in the hotel industry. Armstrong (2021) asserts that there is a requirement for comprehensive personal and team productivity assessment methods as well as acceptable performance management systems for leadership to be effectively applicable by hotel chains. These systems need to be typical but also adaptable to the issues of situationally within these various systems. Bloisi et al. (2007) offer industry solutions to universal leadership issues: The authors stress the importance of the process approach to management that involves the development of integrated and effective techniques for delivering exceptional services that meet the needs of the teams. 
 
 
 
The role that is performed by leadership that enhances team performance is wider than mere managerial tasks. In service delivery context, Robbins, and Judge (2017) explore the relationship between leadership theories, cohesiveness, and performance. Research findings indicate that leader who display both, relationship and task characteristics and display them in an optimal manner provide the best result with their teams. This balance is especially important to cater to the demands of the hospitality industry because the functionality of such factors as teamwork and morale relative to service quality are so intertwined. Maintaining this balance as well as, working with multiple teams that may differ in terms of gender, culture, personality, or other factors are real leadership challenges and dealing with emotions. 

In the case of hotel management, it is crucial to pay much attention to the motivation and development of the human capital. Adair (2009) deals with the enduring returns which inspiring leadership may initiate and enhance the intensity of team relationships, and organisational culture. This is the most effective strategy is applied in a competitive hospitality organization where turnover and employee burnout is rife. These problems are addressed, and staff turnover is reduced by the successful provision of extensive training programs and promotions. 
There are important propositions for the feedback and development of leadership performance in organisational contexts presented in Rollinson et al. (2008). They have recipes that can be made to suggest that practice frameworks that enhance methodological procedure should clearly set out the criterion to be used in assessing leadership accomplishment. In the hotel industry as in most others, the evaluation process constitutes a critical success factor since customer satisfaction and organisational success heavily depend on the effectiveness of leadership. 
 
 
 
There are several questions that regarding hospitality leadership in the future that one is likely to ask. The first reason attributed to the dynamism is the growing complexity of strategies in technology integration, enhanced focus on the environmentally sustainable practices, and customers’ expectations. Armstrong’s (2012) academic book on management and leadership elucidates some crucial techniques to adapt traditional leadership paradigms to respond to existing challenges. Its extension in the future will depend on the ability to interconnect the core concepts with the new efficient techniques. The demonstrated approaches let the industry progress by encompassing the core of the theory and the state-of-the-art techniques. 
Leadership styles thus have an influence on employee motivation and collective results in hospitality organizations. The study reveals that such essentials show that proficient leaders in this field require to factor many tactics and strategies whilst at the same time synchronising them with situational requirements while keeping a standard organisation’s set benchmark. It is noteworthy, however, that positive results seem to depend on the transformational leadership significantly more when elements of other leadership paradigms are added. However, because of the dynamic nature of the industry, leadership strategies need to be always evolving. It means that the knowledge of the traditional leadership theories will be incomplete unless it is put into a blend with the novel approaches to solve emerging issues affecting the hospitality leadership. Incorporating and approximating cadenced leadership theories the current study allows postulating that hotel proficient leadership entails a complex, adaptable model that prescribes management efficiency alongside staff’s wellbeing. Leadership is highly significant in sustaining competitive advantage and organisational success, they conclude that as the industry evolves the need for good leadership shall be paramount. 
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