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Leadership is a complex procedure in which a person persuades others to achieve a goal, often guiding the organisation in a manner that makes it more coherent and cohesive (Armstrong, 2012). Leadership in the hotel sector it entails encouraging a varied staff to provide great customer service, handle substantial logistical obstacles, and assure a memorable visitor experience. Effective leadership in this industry is crucial because it has a direct impact on the organization's culture, employee happiness, operational efficiency, and the hotel's performance (Alzoubi and Jaffar, 2020). Given the dynamic nature of the hotel industry, where customer expectations and competitive pressures are always changing, leadership becomes even more important. This paper will examine several leadership styles, including transactional, transformational, and situational leadership, and how these approaches are used in real-world hotel management circumstances, as well as their influence on organisational performance. 

Transactional leadership, which is founded on the concept of trade and motivates and disciplines subordinates via incentives and penalties, is a highly organised and efficiency-driven leadership style that depends on defined procedures and performance-based awards (Surucu and Sagbas, 2020). In the hotel sector, transactional leadership is represented by procedures found in global hotel chains such as Marriott, where management maintains adherence to standardised service norms to preserve uniformity across all sites. This leadership style is useful in contexts that need high levels of compliance and operational consistency, which are crucial for major hotel chains seeking to provide a consistent client experience globally (Mullins and Dosser, 2013). Managers often utilise performance indicators to reward personnel, such as incentives for exceeding room sales objectives or high guest satisfaction ratings, reinforcing the transactional aspect of leadership (Mullins, 2016). In contrast, a comparison with organisations such as Ritz-Carlton indicates distinct uses of leadership ideas. While Ritz-Carlton works within a transactional framework with clearly defined performance and reward mechanisms, it also incorporates a more transformational approach by enabling staff to go above and beyond regular processes to improve visitor pleasure (Momani, 2023). Ritz-Carlton's mission of offering real care and comfort to guests encourages staff to apply their unique judgement and initiative to handle visitor difficulties, which often leads to creative practices and personalised guest experiences (The Ritz-Carlton Leadership Center, 2023). However, although transactional leadership may efficiently manage resources and match staff behaviours with organisational objectives, resulting in efficiency and consistency, it has considerable limits, notably in terms of creativity. In the dynamic hotel business, where reacting to changing consumer expectations and providing personalised experiences is critical, a purely transactional strategy may limit innovation and adaptability  (Verawati and Hartono, 2020). Employees in this approach may be less likely to break from known methods or innovate because of the rigorous structure and emphasis on instant incentives for particular goals. This drawback is obvious in situations when hotel workers are hesitant to apply unproven ideas that might improve guest experience or operational efficiency since they are not immediately rewarded under transactional systems (Edelmann et al., 2023). Furthermore, transactional leadership may not completely satisfy all staff members' intrinsic motivating requirements, in that way hurting employee engagement and satisfaction, factors that are closely related to customer service quality and turnover rates in the hospitality industry (Mullins, 2020). As a result, although transactional leadership may help hotels achieve operational success, including components of transformational leadership may help hotels develop an atmosphere that supports creativity and adaptation, both of which are critical in the rapidly changing hospitality industry.

Furthermore, transformational leadership, defined by a focus on inspiring and motivating people via a compelling vision and personal impact, is critical in the fast-paced luxury hotel sector. This leadership style consists of four main components: idealised influence, inspiring motivation, intellectual stimulation, and individualised concern, all of which contribute to an atmosphere of employee creativity and dedication  (Bakker et al., 2022). Transformational leaders in the luxury hotel industry often strive to change their organisations by promoting creativity and innovation while linking workers' personal ambitions with that of the organisation (Escortell, Baquero and Delgado, 2020). Transformational leadership has a significant influence on the luxury hotel market, as seen by The Ritz-Carlton and Four Seasons. The Ritz-Carlton's leadership values service excellence and fosters a strong organisational culture that empowers its workers  (The Ritz-Carlton Leadership Center, 2023). Managers at The Ritz-Carlton are noted for encouraging employees to take personal responsibility for visitor happiness, which not only increases employee engagement but also generates new service solutions suited to guest preferences (Falconi, 2023). In contrast, Four Seasons executives prioritise high levels of personal service and customisation, which is accomplished by cultivating a culture in which employees are driven to provide great service via deep engagement with the brand's values and guest-centric philosophy (Four Seasons, 2020). However, although transformational leadership may dramatically increase employee morale and organisational creativity, it also has drawbacks. A strong vision may occasionally lead to overambition, in which the resources required to undertake new projects exceed the organization's capacity, possibly leading to employee burnout if not properly controlled (Saleh et al., 2018).  For example, in order to consistently exceed guest expectations and innovate service practices, staff at luxury hotels such as Four Seasons may face high performance pressures, which, if not balanced with adequate support and resources, can result in decreased job satisfaction and increased turnover (Buchanan and Huczynski, 2008). Hence, the use of transformational leadership in luxury hotels must be weighed against practical issues of resource allocation and staff well-being. While it promotes employee engagement and creativity, which are critical for difference in the competitive luxury hospitality sector, it must be used carefully to minimise resource overstretch and maintain long-term operations. Effective transformative leaders in this industry must not only excite their people, but also guarantee that their objectives are attainable and backed by the appropriate resources (Bakker et al., 2023).
Moreover, Blake and Mouton's Managerial Grid is a critical leadership model that emphasises balancing care for people with concern for production in order to maximise both employee happiness and operational success. This model distinguishes leadership styles depending on their emphasis on these two dimensions, implying that the most successful leadership method has a high degree of both concerns (Cho, Yi, and Choi, 2018). In the case of a mid-sized hotel, such as Holiday Inn, management may use this approach to assure client happiness while retaining operational efficiency. For example, hotel management may adopt flexible staff scheduling and cross-training in various service areas to guarantee that peak periods are successfully handled without overburdening the workforce, therefore meeting both productivity demands and employee wellbeing. Managers may also hold open communication meetings with employees on a regular basis to get input on operations and guest service development, therefore reinforcing the dual emphasis on high-quality service delivery and a happy workplace (Saltik, 2023). The difficulty with this method, however, is that if not performed well, it risks failing to succeed in either area. Achieving a balance between guest contentment and operational efficiency may result in average outcomes if not properly managed, as resources might be stretched too widely, or projects lack depth in both areas (Cho, Yi and Choi, 2018). Thus, although the managerial grid promotes a pleasant work atmosphere and uniform service standards, it needs knowledgeable management to avoid the problems of generalisation over specialisation, ensuring that the hotel does not sacrifice service quality or operational excellence.
On the other hand, Adair's Action-Centred Leadership model, which focuses on the three interconnected domains of task, team, and person, offers a solid foundation for leadership in complex operational environments such as hotel event management. According to this concept, successful leadership entails balancing task completion, team building, and individual growth (Adair, 2009). For instance, a mid-scale hotel's event management staff is charged with organising a huge international conference. Using Adair's ACL model, the event manager would concentrate on the responsibility of ensuring that all logistics, such as food, AV equipment, and seating arrangements, are precisely planned and implemented to fulfil the conference's unique goals. Concurrently, the manager promotes team cohesiveness by conducting frequent coordination meetings, encouraging open communication, and quickly resolving disagreements to ensure that everyone on the team works well together (Simons and Lomax, 2021). On an individual level, the manager may define and allocate duties based on individual skills and career goals, offering feedback and encouragement to promote professional development and motivation (Adair, 2009). However, the issue with this complete strategy is the manager's ability to balance various tasks without sacrificing any of them. For example, an obsessive emphasis on improving event logistics task may lead to a disregard for team dynamics or individual requirements, resulting in team unhappiness or poor individual performance. As a result, although Adair's model promotes a general approach to leadership, it requires a high level of prioritisation and time management skills to ensure that focusing on one area does not have a negative impact on the others (Shaw, 2014). This balance is critical in the high-pressure atmosphere of event management, as the event's success is strongly dependent on the leader's ability to successfully combine job completion with team and personal growth.
McGregor's Theory X and Theory Y provide opposing viewpoints on employee motivation and management tactics. Theory X holds that workers are naturally sluggish and need rigorous supervision and control, while Theory Y contends that employees are self-motivated and thrive on responsibility  (Larsson, Vinberg and Wiklund, 2007). These ideas shape leadership styles and personnel management, adjusting to various motivating demands. In the context of a boutique hotel, especially given the problems of seasonal influxes, management may use both theories to maximise worker motivation throughout the year. During peak seasons, when workloads grow dramatically, management may turn to Theory X, introducing more regimented timetables and tighter monitoring to guarantee that the extra demand is fulfilled effectively (Wakabi, 2016). However, during off-peak seasons, the same management may shift towards Theory Y, providing more flexible work schedules, involving employees in decision-making processes, and encouraging them to take on projects that promote personal and professional development, such as redesigning guest services or training programmes. This flexibility in using McGregor's ideas enables the hotel to adjust to changing operational needs and staff engagement levels throughout the year. However, by categorising employee motivation into two broad spectrums, it risks oversimplifying it and failing to fully represent the diversity of individual motivations or effectively address all situational complexities  (Larsson, Vinberg and Wiklund, 2007). 

At the same time, leadership styles fluctuate greatly among hotel types and are heavily impacted by cultural and geographical circumstances (Alzoubi and Jaffar, 2020). Luxury hotels, such as the Ritz-Carlton and Four Seasons, use transformational leadership, which focuses on inspiring and motivating employees to provide great personalised guest experiences. This strategy develops an empowering culture among staff, enabling them to take the initiative and beyond normal standards in order to delight visitors (Garg, 2021). Budget hotels, such as Holiday Inn, often use a transactional leadership style, with an emphasis on efficiency and service standardisation to maintain consistency and cost-effectiveness across several locations. Cultural and geographical factors play an important role in creating these leadership behaviours. For example, in Eastern cultures where hierarchy and authority are valued, leadership styles tend to be more authoritarian, as seen by several classic hotel chains in Japan and China. Western cultures, which emphasise independence and autonomy, are better suited to participatory and transformative leadership approaches, as seen in hotel chains in Europe and North America (Lin and Sun, 2018). The efficacy of these leadership styles is strongly related to important performance measures including visitor happiness, staff retention, and profitability. For example, transformational leadership in luxury hotels has been demonstrated to improve visitor happiness by providing memorable experiences, resulting in repeat business and increased profitability. Similarly, the transactional approach in budget hotels promotes great efficiency and cost management, which are critical for sustaining cheap room rates and high occupancy rates, hence maximising profitability (McKinsey, 2024). Also, leadership style may have a big influence on staff retention. Transformational leadership tends to result in increased employee engagement and loyalty, lowering turnover costs and keeping talent, which is an asset in the service-driven hospitality business (Dogonyaro, 2021).
In conclusion, leadership in the hotel sector is distinguished by a wide range of styles, each tailored to distinct operational conditions and cultural surroundings. While transactional leadership is frequent in bigger, budget-conscious chains that prioritise efficiency and standardisation, transformational leadership is more typical in luxury hotels that aim to inspire employees to provide excellent and personalised client experiences. The success of these leadership styles is shown by their influence on key performance measures such as guest satisfaction, staff retention, and profit. Successful hotel management requires a sophisticated grasp of various approaches, with leaders tailoring their approach to meet both organisational objectives and the cultural setting in which they operate.
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