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Abstract: Even small forces (such as the reverse impact of employee performance on leadership) can have a 

profound effect, just as a drop of water can penetrate a rock. Under the wave of economic globalization, the 

hospitality industry, as an important part of the service industry, is experiencing profound changes. Digital 

transformation and demand upgrading have made the hospitality industry face serious challenges in human 

resource management innovation. Based on the path-goal theory, this study explores the mechanism of reverse 

influence of employee performance on supervisor leadership in star-rated hotels in Henan Province, focusing on 

the mediating role of career development and work environment. Through a questionnaire survey of employees 

in several star-rated hotels in Henan Province, 120 valid samples were obtained, and SPSS software was used 

for reliability, validity and regression analysis. The study found that: employee performance has a direct positive 

impact on supervisor leadership; career development and work environment both play a partial mediating role 

between employee performance and supervisor leadership. This study provides theoretical basis and practical 

suggestions for management practice in the hospitality industry and enriches the path-goal theory. 

Keywords: innovation management; employee performance; supervisor leadership; path-goal theory; hospitality 

industry 

1 Introduction 

With the rapid development of the global service industry and the increasingly fierce market competition, 

the hotel industry is facing unprecedented challenges and opportunities. The intelligent transformation brought 

by the new technology revolution and the personalized upgrade of consumer demand have brought new 

development opportunities for the hotel industry. The competitive advantage of hotel enterprises depends 

increasingly on the quality of human resources and service level. The performance of employees not only affects 

the immediate experience of customers, but also relates to the brand image and long-term development of the 

hotel. At the same time, the career expectations and values of the new generation of employees have also 

changed significantly, and they pay more attention to the space for personal development and the comfort of the 

working environment [1]. This makes the hospitality industry face greater competition in talent attraction and 
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retention. Traditional management styles and leadership styles are difficult to adapt to the needs of employees in 

the new era, and there is an urgent need for innovation and reform [2]. Organizations must develop adaptive 

leadership, and supervisors' leadership skills should not only focus on improving service quality, but also on 

employees' career development and personal growth [3]. 

Existing research suggests that leadership has a meaningful impact on employee performance in a variety 

of organizational settings. Transformational leadership, in particular, has been shown to positively impact 

employee performance through mechanisms such as social communication and leader-member exchange [4]. 

Effective leadership can motivate employees, promote unity, and move organizations toward common goals [5]. 

However, current scholarship focuses primarily on the unidirectional impact of leadership on employee 

performance, with less attention paid to the reverse impact mechanisms of this relationship. 

Studies of path-goal theory have focused on how leaders can influence subordinates' motivation and 

satisfaction by adjusting their own behavior. A large body of research has focused on the influence of leadership 

on employee performance in this theory [6][7]. However, the influence process in organizations tends to be 

bidirectional, and the mechanism of the reverse influence of employee performance on leadership has not 

received sufficient attention. 

The mediating role of career development as an important organizational variable has been validated in 

several studies [8]. Work environment has likewise been shown to significantly influence interactions in 

organizations [9]. These two factors can moderate the relationship between leadership and Employee outcomes 

[10][11], but the use of these two variables as dual mediators to investigate the path of employee performance 

on supervisor leadership has not yet been systematically explored theoretically and validated empirically. 

Based on the above, this study focuses on the application of path-goal theory in the context of the 

hospitality industry in Henan Province to explore the reverse influence of employee performance on leadership, 

and focuses on the mediating role of career development and work environment. Through a questionnaire 

survey of employees in several hotels, this study seeks to unravel how employees' performance affects 

supervisors' leadership in the reverse direction through two paths: career development and work environment. 

The findings innovatively explore the mechanism of employee performance's influence on supervisor leadership, 

expanding the explanatory scope of the path-goal theory and providing new ideas and directions for 

management practices in the hotel industry. Especially in the context of the current rapid development of the 

service industry, this innovative research has substantial theoretical and practical value. 

2 Literature Review and Theoretical Hypotheses 

2.1 Employee Performance and Supervisory Leadership 

Employee performance at work (PER) refers to the behaviors and their results exhibited by employees in 

accomplishing their work tasks. Supervisory leadership refers to the leadership abilities and skills demonstrated 
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by supervisors or management in an organization, especially in motivating and guiding team members, 

effectively managing resources and work processes to achieve organizational goals, solving problems, and 

building a positive culture in the work environment. The relationship between leadership and employee 

performance has been the focus of research in organizational behavior. Traditional research has emphasized the 

critical role of leadership in promoting employee performance and motivation, suggesting that organizations 

should prioritize the development of leadership skills in order to improve overall effectiveness, and paying more 

attention to the unidirectional impact of leadership on employee performance. In recent years, scholars have 

begun to pay attention to the mechanism of reverse influence, and many studies have shown that the relationship 

between the two is bidirectional, with excellent leadership promoting employee growth and outstanding 

employee performance enhancing leadership effectiveness.Henderson et al. (2023) found that excellent 

employee performance promotes supervisors' leadership ability [12].Zhang & Smith ( 2024) showed that 

employees' innovative behaviors can stimulate supervisors' transformational leadership traits [13].Brown (2023) 

pointed out that high performance of subordinates will push supervisors to continuously improve their 

management style [14]. Domestic scholars are relatively late in exploring this area, but there have been some 

important findings. Li Ming et al. (2023) found that employees' outstanding performance would prompt 

supervisors to adjust their leadership style [15]. Wang Hua (2024) suggested that employee performance can 

influence supervisors' decision-making behavior [16]. Jing Zhang (2023) explored the contribution of employee 

innovation to supervisor leadership development [17]. 

Based on the path-goal theory, employee performance (PER) shapes leadership (LD) behavior in a reverse 

way through the following paths. Low-performing employees trigger“remedial control”by supervisors, such as 

increased task structuring (directed behavior) [18]. Recent research has found that high-performing employees 

are viewed as“key resources”for the organization, and supervisors tend to allocate more resources (e.g., training 

opportunities, decision-making participation) to maintain their performance [19]. Increased trust leads to a shift 

in leadership behavior from “task-oriented” to “relationship-oriented” (supportive behavior) [20]. Employee 

performance is not only an outcome variable of leadership behavior, but also an important antecedent in shaping 

leadership. Path-goal theory provides a dynamic framework to explain this reverse influence. Based on the 

above theoretical analysis, it is proposed: 

H1: Employee job performance has a positive effect on supervisor leadership 

2.2 The mediating role of career development 

Career development (CD) is the process of growth, advancement and achievement of an individual's career 

within a profession. It involves skill enhancement, position advancement, career change, and the realization of 

personal career goals. The relationship between employee performance and supervisor leadership is a core topic 

in the field of organizational behavior and human resource management. In recent years, scholars have gradually 

paid attention to the role of career development as a bridge between the two: high-performing employees not 
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only improve their own abilities through the acquisition of career development opportunities, but also reverse 

shape the leadership behavior and effectiveness of supervisors.Wang et al.'s (2018) tracking study of technology 

companies found that high-performing employees are significantly more likely to be promoted within three 

years, and promoted employees are more inclined to support supervisors' decision-making that creates a 

leadership enhancement effect [21].Chen (2020) compared the differences between manufacturing and service 

industries and found that the mediation effect of career advancement is stronger in knowledge-intensive 

industries (e.g., IT) due to career paths that are more reliant on individualized support from supervisors [22]. 

Zhang et al.'s (2021) meta-analysis showed that the positive effect of employee performance on leadership was 

40% higher in organizations with ample career development opportunities, while the moderating effect of lateral 

development (e.g., project rotation) was more significant in flat organizations [23]. Hofstede (2011) pointed out 

that in collectivist cultures (e.g., East Asia), career development may be more tied to team goals, resulting in 

employee performance affecting leadership through “collective promotion” rather than individual promotion 

[24]. 

Recent findings suggest that job performance assessments and personality factors contribute to career 

development [25]. High-performing employees are more likely to make career leaps through external 

job-hopping, especially in digital platforms (e.g., LinkedIn), where word-of-mouth about performance can 

translate into external opportunities [26]. These findings suggest that organizations should focus on providing 

career development opportunities, conducting fair performance appraisals, and creating a positive work 

environment to improve employee skills and performance [25][27]. According to path-goal theory, 

high-performing employees are more likely to identify organizational expectations for career development (e.g., 

“high performance = eligibility for promotion”) and develop clear career path perceptions [28]. Supervisors 

tend to provide more career guidance (e.g., mentorship) to high-performing employees, forming a positive 

feedback loop of “performance-support” [29]. Based on the above theoretical analysis, it is proposed that: 

H2: Employee performance has a positive impact on career development. 

Leadership development theory suggests that each stage of career advancement (e.g., from professional to 

managerial positions) requires leaders to develop new skills (e.g., strategic thinking, team motivation) that drive 

leadership transformation [30]. Social cognitive theory suggests that career development influences leadership 

behavior by increasing “self-efficacy” [31]. For example, leaders who successfully complete career challenges 

(e.g., managing complex projects) are more likely to adopt a proactive leadership style. On this basis, it is 

hypothesized that: 

H3: Career development positively influences supervisory leadership 

Social exchange theory recognizes that high employee performance is seen as a contribution to the 

supervisor, who reciprocates by providing career development resources (e.g., training, promotion), creating a 

virtuous cycle [32]. When employees perform well, supervisors are more likely to trust their potential and thus 
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invest resources to support their career development, indirectly reinforcing their own leadership legitimacy [33]. 

Leadership-member exchange theory suggests that high-performing employees usually establish high-quality 

LMX relationships with their supervisors and receive more career development support, while supervisors 

consolidate their own leadership position by developing core members [34]. Employees' career growth feeds 

supervisors' leadership effectiveness, e.g., the promotion of high-potential employees enhances supervisors' 

prestige in the organization [35]. Based on the above theoretical analysis, the hypothesis is put forward: 

H6: Career development mediates the relationship between employee performance and supervisor 

leadership 

2.3 The mediating role of the work environment (WE) 

The interaction between employee performance and supervisory leadership is a central issue in 

organizational management. In recent years, scholars have gradually paid attention to the mediating role of the 

work environment between the two: high employee performance not only directly affects supervisory leadership 

behavior, but may also indirectly enhance supervisory leadership effectiveness by shaping or improving the 

work environment (e.g., team environment, resource allocation, organizational support, etc.). Chen et al. (2019) 

showed that high-performing production lines were prioritized for automated equipment, and supervisors were 

thus considered “technology-enabled leaders”[36].Wang et al. (2021) found that team performance mediated 

supervisors' leadership effectiveness scores through work environment satisfaction [37]. Kwon et al. (2022) 

showed that improved employee performance led to an improved work environment (e.g., reduced bureaucratic 

obstacles), which resulted in a 19% increase in supervisor leadership scores [38]. The mediating effect of work 

environment is stronger in small and medium-sized enterprises (SMEs) due to their greater flexibility in 

resource allocation [39]. 

According to social exchange theory, if an organization does not fairly reward high performance, it may 

lead to the spread of employee negativity and damage the environment [33]. High-performing employees 

complete tasks more efficiently, reducing team workload and indirectly improving the environment [40]. High 

performance under constant pressure may lead to burnout and trigger negative team emotions [41]. The 

perspective of organizational climate theory suggests that high-performing employees often take the initiative to 

innovate and enhance the team's innovative climate [42]. Accordingly, it is suggested: 

H4: Employee performance has a positive impact on the work environment 

The work environment shapes leadership through“triadic interaction”(individual-behavioral-environmental) 

[31]. In high-pressure environments, supervisors may turn to controlling leadership due to resource constraints; 

supportive environments promote collaborative leadership. Even further research suggests that internal team 

conflicts may force supervisors to turn to authoritative leadership to maintain order [43]. When the 

psychological security of the team is high, supervisors are more inclined to adopt inclusive leadership to 
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promote innovation [44]. There are more cutting-edge studies on agile leadership in dynamic environments and 

how digitalization and VUCA (volatile, uncertain, complex, and ambiguous) environments reshape the 

leadership paradigm [45]. Based on the above analysis, this study concluded that the work environment plays an 

important mediating role in the process of employee performance influencing supervisory leadership. 

Specifically, high performing employees indirectly enhance supervisors' leadership effectiveness by improving 

their work environment. Therefore it is offered: 

H5: Work environment has a positive effect on supervisory leadership 

When employees perform well, supervisors are more likely to empower them to participate in 

decision-making and create an inclusive environment, thereby solidifying their own transformational leadership 

style [46]. Resource preservation theory suggests that high performing employees inject more resources (e.g., 

time, energy) into the work environment by reducing internal team conflicts and increasing efficiency, enabling 

supervisors to focus on strategic leadership behaviors [47]. A favorable work environment (e.g., psychological 

safety) reduces burnout among high-performing employees, maintains their sustained contributions, and 

indirectly supports supervisors' stable leadership [48]. From the perspective of leadership-member exchange 

theory, the behavioral norms of high-performing employees influence the overall team environment, prompting 

supervisors to adjust their leadership strategies (e.g., shifting from directive to participative) [35]. Consequently, 

it is proposed that: 

H7: Work environment mediates the relationship between employee performance and supervisor 

leadership 

 

 

This paper constructs a theoretical model of “Employee Performance - Career Development / Work 

Environment - Supervisory Leadership” by integrating multiple theoretical perspectives such as Path-Goal 

Theory, Social Exchange Theory, and Leadership-Member Exchange Theory (see Figure 1). The model not only 

explores the direct effect, but also pays attention to career development and work environment, which are two 

Figture 1 Theoretical 

framework 
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important intermediary mechanisms, and helps to understand the mechanism by which employee performance 

affects supervisor leadership. The results of this article will provide theoretical guidance and practical insights 

for the improvement of supervisor leadership management practices. 

3 Methodology 

3.1 Site 

This study centers on a group of employees in star-rated hotels in Henan Province, aiming to explore the 

impact of supervisory leadership on employees' job performance and further examine the mediating role of work 

environment and career development in it. As an important economic province in China, Henan Province's 

hospitality industry has developed rapidly in recent years, covering star-rated hotels at different levels, providing 

a rich research sample for this study. 

As an important part of the high-end service industry, star-rated hotels have high requirements for 

employees' professional competence, career paths and working environment. Meanwhile, the organizational 

structure of the hotel industry usually contains a multi-level management system in which supervisor leadership 

plays a crucial role. Therefore, this study takes different types of star-rated hotels in Henan Province as the 

research object, aiming to reveal the relationship between employee performance and supervisor leadership, and 

to explore the moderating mechanism of work environment and career development. 

3.2 Data collection 

This study used the questionnaire survey method for data collection, and the survey respondents were the 

employees of many star-rated hotels in Henan Province. Stratified random sampling method was used, based on 

the star level of the hotel (e.g., five-star, four-star, three-star) and the job category (e.g., reception, room service, 

catering department, etc.) to ensure the representativeness of the sample. 

The questionnaire was distributed using a combination of online and offline methods, and the survey 

spanned one month. The research team explained anonymity and confidentiality to respondents before data 

collection to minimize social expectation bias. In the end, a total of 120 valid questionnaires were collected, 

with a high data completeness rate, which meets the requirements for subsequent statistical analysis. 

All respondents participated voluntarily and informed consent was obtained before the survey. The data 

were only used for academic research and did not involve personal private information to ensure ethical 

compliance of the study. This study used questionnaire data from star-rated hotel employees in Henan Province, 

combined with SPSS for reliability, validity, and regression analysis in order to explore the effects of supervisor 

leadership, work environment, and career development on employee performance. 

3.3 Measurement of Variables 

The core variables of this study include supervisor leadership (LD), work environment (WE), career 

development (CD) and employee performance (PER). The Supervisor Leadership (LD) scale was adapted from 

the Multifactor Leadership Questionnaire (MLQ-5X) developed by Bass and Avolio (1995), which has been 

widely used in leadership research in the hospitality industry, and consists of five measurement items assessing a 

supervisor's communication of vision, ability to listen, job coaching, fairness, and motivational role [49]. The 

Work Environment (WE) scale was measured using the Work Environment Scale developed by Newsham et al. 

(2009) [50]. The Work Environment Scale was developed by Newsham et al. (2009), which was based on the 

dimensions of physical and social environments, and consisted of five questions related to safety and health, 

equipment and facilities, collaborative atmosphere, and access to resources in the workplace. The Career 

Development (CD) scale was adopted from the Career Development Scale developed by Noe and Wilk (1993) 

[51]. The scale consists of five measurement items that assess the organization's performance in terms of career 

development paths, skill enhancement opportunities, training support, promotion mechanisms, and mentoring 



 

International Water and Irrigation 
Volume 44 Issue 2 (2025) 

ISSN: 0334-5807 
Pages 483 - 499 

 

490 https://intwater.com 

systems. The Performance of Employees (PER) scale was adapted from the Job Performance Scale by Williams 

and Anderson (1991) [52]. The scale consists of five questions that assess employees' job performance in terms 

of goal achievement, quality standards, problem solving, teamwork, and continuous improvement. All variables 

were measured using a 5-point Likert scale (1=“strongly disagree”, 5=“strongly agree”), and the specific items 

(Table 1) are as follows: 

Table 1 Variable Measurement 

Variable Code Item 

LD LD1 The supervisor has a clear vision 

 LD2 The supervisor listens to subordinates' opinions 

 LD3 The supervisor provides useful work guidance 

 LD4 The supervisor is fair and just in performance evaluation 

 LD5 The supervisor can inspire team motivation 

WE WE1 The workplace is safe and hygienic 

 WE2 Work equipment and tools are modernized 

 WE3 The work atmosphere is conducive to collaboration 

 WE4 The workplace facilities are complete 

 WE5 Necessary work resources are easily accessible 

CD CD1 The organization has a clear career development path 

 CD2 Employees have continuous opportunities to enhance knowledge and skills 

 CD3 The organization supports beneficial work training 

 CD4 Employees have opportunities for promotion based on ability 

 CD5 The organization has a mentoring system that aids career development 
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Variable Code Item 

PER PER1 Employees can achieve set goals 

 PER2 Employees' work meets quality standards 

 PER3 Employees can effectively solve work problems 

 PER4 Employees can effectively collaborate with others 

 PER5 Employees continuously improve work methods 

 

3.4 Data analysis, bias control and ethics concern 

This study mainly used SPSS statistical software for data analysis, including reliability, validity and 

regression analysis. First, the internal consistency of the variables was assessed by Cronbach's alpha coefficient 

to ensure the reliability of the measurement instrument. Next, validity tests were conducted using exploratory 

factor analysis (EFA) and validation factor analysis (CFA). It consisted of Kaiser-Meyer-Olkin (KMO) test and 

Bartlett sphericity test to determine the suitability of the data for factor analysis, and the factors were extracted 

by Principal Component Analysis (PCA) and Promax rotation, retaining the measurement items with factor 

loadings greater than 0.4. Meanwhile, average variance extraction (AVE) and construct reliability (CR) were 

calculated to ensure the convergent validity and discriminant validity of the measurement tools. On this basis, 

multiple regression analysis was applied to test the direct effect of supervisor leadership on employee 

performance and the mediating role of work environment and career development in it. Through the hierarchical 

regression method, control variables and mediator variables were added gradually to assess the relationship 

between the variables. For bias control, Harman's one-way test was used in this study to assess the possibility of 

homoscedasticity bias by utilizing unrotated principal component analysis (PCA). In addition, at the 

questionnaire design stage, some of the questions were reordered and reverse questions were introduced to 

minimize the effect of common method bias. 

4 Results 

4.1 Reliability 

Reliability reflects the degree of reliability of the measurement. In this study, Cronbach's α coefficient was 

used to test the reliability of the scale, when α<0.6 indicates that the reliability is low, when α between 0.6-0.8 

indicates that the reliability is acceptable, and when α>0.8 indicates that the reliability is high. In this study, 

SPSS was used to test the reliability of each variable, and the results are shown in Table 2. 
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Table 2 Reliability Results 

Variable Number of Items Cronbach's α 

PER 5 0.877 

LD 5 0.848 

WE 5 0.862 

CD 5 0.831 

 

As seen in Table 2, the Cronbach's α coefficients for all variables were greater than 0.8, indicating that the 

measure used in this study had a good level of reliability. 

4.2 Validity test 

In this study, KMO and Bartlett's test of sphericity were used to assess the validity of the scale. In general, 

when the KMO value is greater than 0.7 and the significance of Bartlett's test is less than 0.001, it indicates that 

the data are suitable for factor analysis. The test results are shown in Table 3. 

Table 3 KMO and Bartlett's Test Results for Each Variable 

Variable KMO Value Approx. Chi-Square df Significance 

PER 0.768 347.715 10 0.000 

LD 0.756 262.055 10 0.000 

WE 0.772 295.876 10 0.000 

CD 0.761 245.281 10 0.000 

 

As can be seen from Table 3, the KMO values of all variables are greater than 0.7, and the significance 

level of Bartlett's test of sphericity is 0.000, indicating that the data have good validity and are suitable for 

subsequent analysis. 

4.3 Regression analysis 

In order to test the research hypotheses, this study conducted several regression analyses, including direct 

effect test and mediation effect test. The main results of regression analysis are shown in Table 4. 
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Table 4 Regression Analysis Results 

Path Hypothesis β Coefficient t Value P Value 

Job Performance → Leadership H1 0.698 10.599 0.000 

Job Performance → Career Development H2 0.658 9.490 0.000 

Career Development → Leadership H3 0.610 9.050 0.000 

Job Performance → Work Environment H4 0.723 11.384 0.000 

Work Environment → Leadership H5 0.643 8.548 0.000 

Job Performance → Career Development → Leadership H6 0.297 4.410 0.000 

Job Performance → Work Environment → Leadership H7 0.233 3.102 0.002 

 

Table 4 demonstrates that employee performance has a significant positive effect on supervisory leadership 

(β=0.698, p<0.01). After adding the mediating variables, the direct effect of job performance on supervisory 

leadership was significantly weakened, indicating that both career development and work environment played a 

partial mediating role. Specifically, the mediating effect of career development reduced the coefficient of 

performance on supervisory leadership to 0.297, and the mediating effect of work environment reduced the 

coefficient to 0.233. 

4.4 Hypotheses results 

The results of the study showed that the seven hypotheses proposed in this study were supported by the 

data. Employee performance not only directly affects supervisory leadership, but also indirectly affects 

supervisory leadership by improving career development and work environment. This suggests that in the 

process of improving supervisory leadership, it is important to pay attention not only to employee performance 

but also to the provision of career development opportunities and the optimization of the work environment. 

These findings provide important practical insights for improving management effectiveness in the hospitality 

industry. 

4.5 Results 

The findings of this study indicate that employee performance has a direct positive impact on supervisory 

leadership. This influence is mainly reflected in the following aspects: 

First, employees with high job performance can enhance the overall performance of the organization, 

which prompts supervisors to recognize and motivate these employees more in the management process and 

improve their leadership effectiveness. Second, the presence of high-performing employees helps to enhance the 

teamwork atmosphere, making it easier for supervisors to promote team growth through effective leadership. 
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Finally, the performance of employees increases supervisors' confidence in management and makes them more 

active in decision-making, communication, and motivation, which in turn increases their leadership level. 

Employee career development has a significant positive effect on supervisor leadership and mediates the 

relationship between employee job performance and supervisor leadership. Employees with high job 

performance are usually provided with more career development opportunities, such as promotion, training, and 

learning rotations, which further enhances their professional competence and organizational identity. Secondly, 

with increased career development opportunities, employees will recognize their supervisor's leadership style 

more, and thus be willing to accept his/her management, which improves the team's overall execution and work 

effectiveness. Finally, the growth experience brought by career development makes employees feel more 

accomplished at work, which promotes positive interactions between them and their supervisors and further 

enhances the leadership impact of supervisors. 

Work environment has a significant positive impact on supervisory leadership and mediates the relationship 

between employee performance and supervisory leadership. First, a good work environment can enhance 

employees' sense of belonging and make them more engaged in their work, thus creating a positive feedback 

effect in the supervisor management process. Second, when employees demonstrate high levels of performance 

in a positive work environment, supervisors are more likely to implement effective leadership strategies, such as 

empowerment management and team motivation, which further enhance the impact of leadership. Finally, a 

positive work environment not only increases employee job satisfaction, but also reduces management costs 

within the organization, allowing supervisors to focus more on team building and management optimization, 

thus enhancing overall leadership effectiveness. 

It further validates the dual mediating role of employee career development and work environment between 

employee performance and supervisor leadership. Specifically, high employee performance not only promotes 

career development, but also optimizes the work environment, both of which can further strengthen the 

leadership impact of supervisors. 

The growth and incentives that come with career development make employees more receptive to the 

supervisor's management style and increase their leadership influence. At the same time, an optimized work 

environment reduces friction within the organization, allowing supervisors to implement management strategies 

more smoothly. The combined effect of career development and work environment can enhance the trust and 

willingness to cooperate between employees and supervisors, further enhancing the positive effect of leadership. 

It also suggests that employees' career development and work environment play an important mediating 

role between job performance and supervisor leadership. Optimizing career development paths and improving 

the work environment not only enhances employee performance, but also indirectly strengthens supervisors' 

leadership, which improves the effectiveness of hotel management, reduces employee turnover, and promotes 

the long-term development of the company. 

5 Conclusion 

This study explored the relationship between employee job performance and supervisory leadership and 

further examined the mediating role of work environment and career development around star-rated hotel 

employees in Henan Province. Based on the questionnaire data, after using SPSS for reliability, validity and 

regression analysis, the results show that employee job performance has a significant positive impact on 

supervisor leadership, and that high-performing employees are able to improve the overall performance of the 

team and motivate supervisors to give more recognition and incentives in the management process, thus 

enhancing their leadership. At the same time, high performance employees can improve the teamwork 

atmosphere, making it easier for supervisors to promote team growth through effective leadership. In addition, 

career development partially mediates the relationship between performance and supervisory leadership. 

High-performing employees are more likely to be promoted, trained, and rotated, which enhances their 
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professional competence and organizational identity, and further contributes to the enhancement of supervisory 

leadership. The work environment also partially mediates the relationship between employee performance and 

supervisory leadership. A good work environment enhances employees' sense of belonging and work 

engagement, which in turn enhances supervisors' managerial effectiveness. Ultimately, this study validates the 

dual mediating role of work environment and career development between employee performance and 

supervisor leadership. 

The results have important implications for management practices in the hospitality industry. First, hotel 

managers should emphasize employee performance and establish fair incentives to enhance overall team 

performance. Second, hotel companies should provide clear career development paths, such as promotion 

opportunities, training and rotation systems, to enhance employees' sense of identification with the organization 

and improve supervisors' leadership levels. In addition, optimizing the work environment, such as providing 

good office facilities, a safe and hygienic work environment, and a highly effective teamwork atmosphere, can 

help to enhance employee performance and thus indirectly increase supervisors' management effectiveness. 

Although this study verifies the relationship between employee performance, career development, work 

environment and supervisor leadership based on data from star-rated hotels in Henan Province, there are still 

some limitations. Firstly, the data of the study mainly came from the hotel industry in specific regions, and 

future research could be expanded to other regions or industries to enhance the generalizability of the study. 

Secondly, future research can introduce more control variables, such as organizational culture and personal 

characteristics of employees, to further enrich the findings. In conclusion, this study provides a new perspective 

for understanding the relationship between employee performance and supervisor leadership in the hospitality 

industry and emphasizes the important role of career development and work environment in it. The findings not 

only provide new empirical evidence for academics, but also provide concrete practical guidance for business 

managers in enhancing employee performance and leadership. 
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