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This paper analyzes the dominant leadership style in the hospitality industry in Dubrovnik-Neretva County and demonstrates the interdependence between the characteristics and leadership style of managers in the hospitality industry in Dubrovnik-Neretva County. Previous empirical studies of leadership styles in the Republic of Croatia, have pertained to industrial enterprises, while empirical research of leadership styles in the hospitality industry has not been methodically conducted yet. Previous research shows that the dominant leadership style in industrial enterprises in the Republic of Croatia is autocratic, with parts of paternalistic and, in some segments of management, consultative leadership styles. This paper demonstrates that the leadership style in hospitality enterprises is considerably different of the leadership style in industrial enterprises. 

1. INTRODUCTION
One of the most intriguing fields in management is related to leadership. Today's leadership has become more complicated, primarily because of continuum restructuring, which is frequently implemented, due to growing global competition, demographic changes of employees and rapid development of technology. These changes create some new challenges for the managers, who have to face frequent changes of the organisational structure and culture, as  well as to provide emotional assistance to their employees during the times of change (Hooijberg, Hunt & Dodge, 1997). Management is changing dynamically and rapidly. Rapid development of information technology, especially in the ’90s of the 20th century, and new organisation formations (network organisation, virtual organisation, fractal organisation, organisation of spider net and team organisation) have contributed to the changes in the way of managing the enterprise. In such an environment, the transformational leadership is being developed, based on charisma, and empowerment.
It could be argued there is no universally accepted leadership style applicable to each situation. Managers should adapt their leadership style to the new requirements, both in the internal, as well as the external environment of the enterprise. The often repeated statement that the democratic leadership style is the best choice could be wrong because, in some conditions, it is necessary to apply the autocratic leadership style, if this step could assist the manager to accomplish the organisational goals. 
Hospitality is a specific industry, with hotel management being, in addition, quite complex, because of increased competitiveness and changes in tourism demand. Everyday practice of hotel  enterprises confirms the thesis that complexity, dynamics, heterogeneity and uncertainty are the main characteristics of today's environments (Buble, 1997). Two main factors of the organisational environment in the hospitality industry are competitors and guests. Competitiveness requires new hotel products, increasing the quality of the hotel quality and changes in the behaviour of employed staff. At the other hand, hotel guests have ever increasing demands, with the hotel management having to compete with the competition, in order to create a more attractive and creative service (Pavia, 2003). Therefore, the leadership style should be adapted both to the individual hotel manager, as well as to the needs of the employees and hotel guests.
2. RESEARCH PROBLEMS, METHODOLOGY AND DOMINANT  
LEADERSHIP STYLE IN THE HOSPITALITY INDUSTRY IN DUBROVNIK-NERETVA COUNTY 

The diagnosis of leadership style is not a simple task, which has been the reason for development of numerous diagnostic models (Jones, George & Hill, 2000). They have been based on different theoretical perspectives, from the model based on personal characteristics of a leader, through behavioural, contingency and strategy-based models, to the contemporary leadership models (transformational vs. transactional leadership, charismatic leadership, interactive and servant leadership).
Regarding the leadership style, two main questions could be posed: which leadership style is the optimal one and how it can be identified. The contingency model seems to be the most realistic one, as it emphasizes the fact that managers should choose their optimal leadership style for each individual situation. This means that it is necessary to do the analysis of leadership style and determine the efficiency criteria (Dujanić, 1993).
Survey research of leadership styles in the hospitality industry in Dubrovnik-Neretva County was based on Likert’s model. Since it has been developed in 1961, it has become one of the most popular leadership models, based on the differentiation of leadership styles and their dimensions/consequences in the organization according to the level of ‘democratic’ behaviour. Likert has determined four management systems known as a “participate-democratic system of efficient work groups” (Buble, 2000).
On the basis of previous studies, the following dominant styles were identified: 
(1) exploitive-authoritative system (decisions are imposed on subordinates; motivation is characterised by threats; high levels of management have extensive responsibility; there is very little communication and no teamwork); 
(2) benevolent-authoritative system (leadership is based on trust; motivation is mainly based on rewards; only management feels responsibility for achievement of organizational goals; there is little communication and relatively little teamwork); 
(3) consultative system (superiors who have a substantial, but not complete trust in their subordinates; motivation is based on rewards and some empowerment; a high proportion of personnel feels responsibility for achieving organizational goals; there is some communication - vertical and horizontal and a moderate amount of teamwork) and 
(4) participative system (superiors have a complete confidence in their subordinates; motivation is based both on rewards and complete empowerment; personnel at all levels feels responsibility for the achievement of organizational goals; there is extensive communication and a substantial amount of cooperative teamwork). 
Likert's research has shown that the effects of leadership style are lowest in system I and highest in system IV. However, it is difficult to find the ‘ideal type’ in practice, as the most leadership styles are combinations of the two or more mentioned systems.
The research has been based on two hypotheses:
H1. The dominant leadership style in the hospitality industry in Dubrovnik-
Neretva County is the consultative leadership style.
H2. There is no interdependence between characteristics (gender, age, 
qualification structure, social background and status in enterprise) and the 
leadership style of hotel managers in Dubrovnik-Neretva County. 
In order to test these hypotheses, the Likert’s diagnostic model (including six components, related to motivation, communication, creation of support and confidence climate, interaction, setting the goals, decision-making and control) has been used, in association with the relevant statistical analysis techniques, including Friedman's test of the analysis of variance with ranks. 
The data about the number and brand of hotels were obtained through the internet pages of the Ministry of Sea, Tourism, Traffic and Development. The data on leadership style were collected by using a survey of hotel managers in Dubrovnik-Neretva County by postal mail, e-mail and personal contact. The largest amount of questionnaires were obtained by postal mail and the lowest by personal contact. The research of managers’ styles was conducted from May to June 2004 on a sample of 32 hotels in Dubrovnik-Neretva County (out of a population consisting of 59 hotels). The names of hotel managers were mostly assigned through e-mail addresses published on the web pages of the analysed hotels. Out of 80 questionnaires mailed to the managers identified in the previously described manner, the total of 48 surveys were filled and returned, with one incomplete survey. Therefore, the return rate was 58.75%, with two management levels (top and middle management) being represented. 
Statistical analysis had been conducted on a personal computer  by using Microsoft Excel 2000, Microsoft Access 2000 and SPSS 12.0 (Statistical Package for the Social Sciences). 

3. RESERCH FINDINGS

Research findings are presented in two sections: the dominant leadership style in the hospitality industry in Dubrovnik-Neretva County is presented and the interdependence between leadership style and characteristics of managers in the hospitality industry in the county are analyzed.
The dominant leadership style in the hospitality industry in Dubrovnik-Neretva County was calculated from the empirical data. The findings demonstrate that the hotel managers in Dubrovnik-Neretva County prefer the consultative leadership style, because they trust their subordinates, but not completely. They are ready to delegate decision-making to the middle and lower management, accept the ideas of their subordinates, use the rewards as a fundamental means of reward and delegate the controlling to lower levels of hierarchy. 
However, when considering three dimensions, leadership style of the respondents in the county is closest to system 4 (participative style). Those dimensions are related to motivation, acceptance of information from subordinates and frequency of analyzing the accomplishments. Surveyed managers are closest to system 1 (exploitive-authoritative style) related to the dimension of responsibility for the realization of goals. 
The majority of managers believes that top and middle managers are primarily responsible for setting the goals in the enterprise. A similar situation is with decision-making, where the majority of decisions is in the top management. Other answers show that the dominant leadership style of the surveyed managers is between the system 2 and 3, but closer to the system 3 (see Table 1). 
Except for the components of leadership styles, additional demographic characteristics had been collected, including age, gender, marital status, place of birth, qualification structure, social background, number of family members, proprietary status, total work experience, work experience on management position, change of work, progress at work, importance of permanent education, ways of expansion of knowledge and duration of daily work. Thus, it was possible to determine the interdependence between selected personal traits (i.e. demographic characteristics, including gender, age, qualification structure, social background and status in enterprise) and calculated dominant leadership styles.
The non-parametric, rank-based Friedman's test of the analysis of variance, was used in the paper because of the qualitative character of the analysed personal traits.
Table 1. The average mean of components of leadership style and dominant leadership style by hotel category

	The leadership style dimension
	Hotel category

	
	Two-star hotels
	Three-star hotels
	Four-star hotels
	Five-star hotels

	Managers’ trust towards subordinates
	2.88
	3.25
	3.00
	3.17

	Subordinates’ feeling of freedom when communicating with managers
	2.13
	2.25
	2.67
	3.25

	The managers’ acceptance of subordinates’ ideas
	2.88
	2.75
	2.67
	2.75

	Types of subordinates’ motives
	3.25
	3.21
	3.00
	2.92

	Forms of motivation
	3.38
	3.33
	4.00
	3.75

	Responsibility for achieving goals
	1.50
	2.17
	1.33
	2.00

	Teamwork and cooperation
	2.38
	2.83
	3.67
	2.92

	Usual direction of information flows
	2.25
	2.79
	3.00
	2.92

	The level in which employees accept information from management
	2.75
	3.46
	4.00
	3.33

	Accuracy of information communicated to management
	2.38
	2.79
	3.67
	2.83

	Managers’ involvement into the employee problems 
	2.13
	2.83
	3.67
	3.00

	Decision-making level
	2.88
	2.42
	2.67
	2.25

	Participation of employees in decision-making process
	2.50
	2.54
	2.67
	2.25

	Decentralisation of decision-making
	2.88
	2.67
	2.67
	2.67

	Manner in which goals are determined
	2.50
	2.88
	3.33
	2.83

	Resistance toward the goals
	2.88
	3.08
	2.67
	2.92

	Frequency of analyzing the accomplishments versus goals
	3.75
	3.88


	4.00
	4.00

	Who performs controlling
	2.38
	2.96
	3.33
	3.00

	Existence of informal resistance to the formal organisation
	3.38


	3.00
	2.67
	3.08

	How controlling data are used
	3.50
	3.29
	3.33
	3.42

	The dominant leadership style according to the category of hotel
	2.70
	2.92
	3.10
	2.96


Source: Research results
Friedman's test is similar to the F-test, but can be used for determining the correlation of two or more related samples of several (k) variables (Horvat, 1995). While calculating the empirical value of Friedman's test, the following statistical presumptions should not be violated (Šošić, 2004):

· The units within the sample are classified according to selected criteria, in order to obtain homogenous groups, 
· Data are measured on a scale rank – either  interval or numerical.
· The test verifies the hypothesis that all the samples belong to the same population, i.e. have the same median.
In order to conduct the test, it is necessary that the data is ranked in rows. The lowest rank in the row is 1, and the highest is k. If more values are the same, the average rank is attached to each value. Test measurement is (Šošić, 2004):
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where n is the amount of data, while Tj is the sum of rank values of j (sum of ranks in columns).
Zero hypothesis of Friedman's test is that all samples belong to the same population, i.e. that they are equally arranged. If the zero hypothesis is true, the distribution of ranks in the same column will be coincidental and the average ranks for the different groups will be equal. For the chosen level of significance (, the decision is reached by comparing the test measurement Fr to the appropriate value of the sampling distribution. If the number of modalities, factors and measurement of blocks are large enough, the sampling distribution has the format of (2 distribution with (k-1) degrees of liberty. The alternative hypothesis is accepted, and the zero hypothesis is rejected if the test value is larger than the theoretical value.
Friedman's test of analysis of variance with ranks is calculated with a statistical packet for social sciences, SPSS 12.0. For the calculation of the interdependence of leadership style and the personal characteristics of managers, the following measurements were used: arithmetical mean of Likert’s dimensions, standard deviation and the total variation. Except for these components of descriptive statistics, other statistical tests were performed, including the (2 test (Johnson & Wichern, 1997). Firstly, interdependence between the gender and the leadership style was calculated.
Table 2. Interdependence between leadership style and gender of managers 
(descriptive statistics)

	
	N
	Mean
	Std. deviation
	Minimum
	Maximum

	Leadership style
	47
	2.9638
	.32264
	2.10
	3.45

	Gender
	47
	1.32
	.471
	1
	2


Source: Research results
The average leadership style of hotel managers in Dubrovnik-Neretva County is represented by the arithmetic mean of 2.96 on Likert's scale. This finding approximately corresponds to the consultative leadership style. At the other hand, 32% of responding hotel managers are female and 68% are male. Standard deviation for leadership style is 0.32 and for the gender of managers, it equals to 0.47. Range of leadership style variation is 1.35, difference between the empirical leadership style closest to System I and one that closest to System IV. For the gender of managers, it was easy to calculate the range of variation, which is 1 because only two modalities of the variable value, mean rank values were also calculated. For the leadership style, measured on the scale with four ranks, from 1 to 4, the average rank of 2 was obtained. 
At the significance level of 5% with a number of degrees of freedom equal to 1, theoretical value of χ2 distribution relevant for acceptance of zero hypothesis is 3.84146. The test (empirical) value is 47.000, i.e. it is larger than the theoretical value. Thus, zero hypothesis is accepted, which means that there is no interdependence between the hotel leadership style in the county and the gender of managers in the county.
Another characteristic that was tested was the interdependence of leadership style and the age of the hotel manager (Table 3). Arithmetic mean of the variable measuring the age is 5.17, which means that the average respondent age is between 41 and 45 years, with the standard variance of 2.380. The range of variation is equal to 8, because the minimal age of respondents is marked with the rank of 1 (less than 25 years), while maximal age of managers is marked with the rank of 9 (more than 60 years). The value of the average rank of leadership style is 1.29, while the value of the average rank of age of managers is 1.71.

Table 3. Interdependence between leadership style and age of managers (descriptive statistics)

	
	N
	Mean
	Std. deviation
	Minimum
	Maximum

	Leadership style
	47
	2.9638
	.32264
	2.10
	3.45

	Age
	47
	5.17
	2.380
	1
	9


Source: Research results
The empirical (2 value of 8.696 is larger than the theoretical value, so that zero hypothesis of the (non-existence) of interdependence between leadership styles and the age of managers is accepted. 

The third characteristic of a hotel managers’ profile analyzed is the qualification structure (Table 4). Arithmetic mean of the variable describing the qualification structure is 3.51, which (according to the coding practice) represents the university degree. The range of variation is 4, as there were five different categories of qualification structure (1 - M.A., 2 – university degree, 3 – polytechnics degree, 4 – secondary school education and 5 – qualified worker). Value of the average leadership style rank is 1.22, while the value of the average rank of qualification structure is 1.78.
Table 4. Interdependence between leadership style and qualification structure of managers (descriptive statistics)

	
	N
	Mean
	Std. deviation
	Minimum
	Maximum

	Leadership style
	47
	2.9638
	.32264
	2.10
	3.45

	Qualification structure
	47
	3.51
	.906
	1
	5


Source: Research results

Once again, at the significance level of 5%, the empirical value of (2 test is 14.696, also being larger than the theoretical value, which leads to the conclusion that the zero hypothesis should be adopted. In other words, there is no interdependence of leadership styles and qualification structure of hotel managers in Dubrovnik-Neretva County.
Friedman’s test of the rank-based analysis of variance has also been calculated for social background of the hotel managers in the county. The average rank value of the leadership style is 1.74 and the average rank of the social background variable is 1.26.
Table 5. Interdependence between leadership style and social background of managers (descriptive statistics)

	
	N
	Mean
	Std. deviation
	Minimum
	Maximum

	Leadership style
	47
	2.9638
	.32264
	2.10
	3.45

	Social background
	47
	2.26
	1.467
	1
	5


Source: Research results
For the level of significance of 5% and degrees of freedom equal to 1, the theoretical value of (2 distribution is 3.84146. The empirical (2 test value of 11.255, which is also larger than the theoretical value. Therefore, in this case, the zero hypothesis has to be accepted, which implies that the leadership style is not related to the social background of the respondents.
The last analyzed feature of the respondents – status in the enterprise – has been described by three ranks: employee, shareholder and employee-shareholder. The arithmetic mean of this variable was 1.26, with the standard deviation of 0.675 (Table 6). The average rank value of the leadership style is 1.91 and the average rank of the enterprise status variable is 1.09.
Table 6. Interdependence between leadership style and status of managers in the enterprise (descriptive statistics)

	
	N
	Mean
	Std. deviation
	Minimum
	Maximum

	Leadership style 
	47
	2.9638
	.32264
	2.10
	3.45

	Status in the enterprise
	47
	1.26
	.675
	1
	3


Source: Research results

Theoretical value of (2 distribution, at the level of significance of 5%, with the number of degrees of freedom equal to 1 is 3.84146. The empirical test value is 32.362, which is, once again, larger than the theoretical value. Thus, the zero hypothesis is accepted again, which means that there is no interdependence between hotel leadership style in Dubrovnik-Neretva County and the status of managers in the enterprise.
4. DISCUSSION OF RESULTS
There are numerous problems in the hospitality industry of Dubrovnik-Neretva County. Some of the most important ones are the unsatisfactory business results and inappropriate human resources, which can be, in short term, solved by importing foreign managers, who seem to bring the positive business experience and implement it in domestic hotel enterprises. Some of the fundamental issues are whether the Croatian hotel managers truly have a lower qualification structure, motivation and other competences than their foreign colleagues. The answer to these questions could be, probably, found in the absence of investment in human resources, i.e. into their permanent education. The situation has been improved during the recent years, especially as the foreign capital starts to play a more significant role in the hospitality industry of Dubrovnik-Neretva County. The need for human resource development is related to the leadership styles of the managers in the industry, who currently practice the demonstrate consultative leadership style, with numerous characteristics of the democratic (participative) style. However, there is enough place for improvement of managerial ‘soft skills’, i.e. organizational behaviour, communication with subordinates, organisational culture, etc.
The results of Friedman's test were unexpected and have demonstrated that there is no correlation between the personal characteristic of managers (age, gender, qualification structure, social background and status in enterprise) and their leadership style. This might be, up to a certain extent, explained by the fact that the ‘younger’ managers seem to be advancing into the top management level. It might be suggested that such a situation also has a positive effect on ‘older’ managers, who need to adapt their leadership style toward the more democratic (participative) ones. Better teamwork might be also identified as one of the reasons for the rejection of the second hypothesis. Along with focusing on human resource development, it might be important to ensure a more significant presence of women in management, because of their broader sense of assessing the business development, shaping the organisation of enterprises, and using a more ethical approach when dealing with colleagues and subordinates (Novak, 1996).
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 EMPIRIJSKO ISTRAŽIVANJE MEĐUOVISNOSTI KARAKTERISTIKA MENADŽERA I STILA VOĐENJA U HOTELIJERSTVU DUBROVAČKO–NERETVANSKE ŽUPANIJE 

Sažetak

U radu se istražuje dominantni stil vođenja menedžera u hotelijerstvu Dubrovačko-neretvanske županije, te se dokazuje da ne postoji međuovisnost između osobina menedžera i stilova vođenja u hotelijerstvu Dubrovačko-neretvanske županije. Naime, do sada provedena istraživanja stilova vođenja u Republici Hrvatskoj odnosila su se na industrijska poduzeća, dok se empirijsko istraživanje stilova vođenja u hotelijerstvu nije sustavno provodilo. Provedena istraživanja pokazala su da je dominantni stil vođenja industrijskim poduzećima Republike Hrvatske autokratski s dijelovima paternalističkog, dok je u nekim segmentima prisutan i konzultativni stil. Ovo istraživanje ukazuje da se stil vođenja u hotelijerstvu umnogome razlikuje od stila upravljanja u industrijskim poduzećima.
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