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Introduction 


Leadership in the hospitality industry is prioritised as it provides great customer 
experiences. A leader in the hospitality industry is responsible for motivating the 
organisational team with a common goal and enhancing positive customer service to increase a positive reputation for long-term success (Stoyanova-Bozhkova et al., 2022). 
Different leadership styles will be discussed with proper leadership theories, which will introduce the effectiveness of the organisational functions. Blake and Mouton's 
Leadership, Adair’s model of ACL and McGregor’s X and Y Theory will be analysed in order to identify the effectiveness of leadership approaches on functional development in the hospitality industry.


Blake and Mouton Leadership Theory 

Five leadership styles based on two behavioural dimensions, concern for people and production, have been identified by the Blake and Mouton Leadership Grid developed by Robert Blake and Jane Mouton (Mindapa, 2022). In this model, leaders are placed on a grid of styles, from poor management to team management. The Blake and Mouton Management Grid is a pictorial depiction of five types of leadership. In order to improve management efficiency, it is aimed at identifying the characteristics of each leadership style so that individuals are better able to address their shortcomings. It is a way of identifying the leadership style of someone by his or her concern for people and their desire to produce. For example, a leader displaying a "9,9" style shows a high worry for the two individuals and creation, encapsulating a group the executive's approach (Pham, 2021). Practical implications of this style can be observed in organizations such as Google under Sundar Pichai.
Pichai emphasizes fostering a collaborative and innovative work environment while 
maintaining a focus on achieving organizational goals. Each dimension is assessed on a scale of one to nine, with one indicating a low level of production or human concern and nine indicating a high level of production or human concern. That means that there are 81 different grid positions where a leadership style can be found. Sundar Pichai at Google embodies the "9,9" initiative style of Blake and Mouton by adjusting serious areas of strength for the two individuals and creation. He advances a cooperative workplace that empowers development and representative prosperity as CEO.
This initiative style has added to the research's prosperity, cultivating a dynamic and comprehensive climate that powers both individual development and hierarchical 
accomplishments. Pichai emphasizes a people-centred approach and promotes open communication, diversity, and professional development. In accordance with team management principles, he simultaneously steers the business toward ambitious objectives and ensures high productivity. A "1,1" management style, on the other hand, may result in a lack of direction and motivation because it reflects a lack of concern for both people and production (Govender and Bussin, 2020). This style is less successful in powerful and cutthroat enterprises. A model could be a weak association where initiative ignores worker prosperity and neglects to accomplish wanted results.


Adair’s model of ACL 

The action-centred leadership model was introduced by John Adair, which aims to 
streamline the managerial, and leadership process. It also helps to manage teams, 
individuals and tasks simultaneously by enhancing the methodology that helps to 
improve business operations (Krumins, 2022). The action-centred leadership advocates the position of the leaders by monitoring and leading the teams effectively. It also allows the maintenance of principles in which different workplace challenges are encountered with effective strategies. This leadership model has six primary functions in which planning, initiating, informing, controlling, supporting and evaluating processes are included (Jusdijachlan, 2022). This leadership model has been utilised by Elon Musk to enhance the accomplishment of responsibilities. There are three responsibilities included in action centre leadership, which focuses on task, individual, and team management. With the maintenance of an action-centred leadership model, high standards of officers, employees, and directors are maintained and it focuses on a 
positive philosophy by creating importance for corporate governance (Tesla, 2024). The board of directors of Tesla also follows the standards and procedure, maintaining the guidelines and involves the best interest focusing on laws and regulations. 

Tasks- Based on the action-centred model of leadership, the tasks are prioritised which increases achievements in defining the task or activities. It creates strategies to create a supporting environment and offers rewards and praises based on the contribution of the employees. It also identifies the processes, people, and resources and develops the parameters that encourage the development of quality (Bartlett et al., 2023). Leon Musk prioritises the reviewing of the performance and manages the task based on the monitoring progress. 

Individual- Tesla also introduces an effective team management process focusing on the leadership model in which more than 127,000 employees are managed (Tesla, 2024). It encourages the support that maintains the rules to accomplish tasks by the employees and provides regular constructive feedback for the improvement of the business process. The first-principal approaches are used to enhance exceptional work 
for the next generation of manufacturing engineering and operational challenges. It 
provides proper training that helps to increase achievements in the organisational 
development process (Rulismi et al., 2023). The action-centred leadership manages how the employees work efficiently and encourages effective teamwork that supports group cohesion. 

Team- The people and culture at Tesla prioritise developing a shared vision to involve sustainable energy through the ACL model. It also encourages team building and improves skill development for the contribution of the employees in the organisational 
development process (Tesla, 2024). However, certain issues have been identified in the action centre leadership, which need effective strategies to reduce any consequences. 
This leadership model maintains hierarchy and a level of faith in role-playing which 
impacts the poor management process. It also indicates the linear or traditional 
management structure, which increases the frustration level of the employees and 
influences the poor leadership process. However, there are certain areas such as 
crises, complex projects, high-pressure environments, and other issues that can be 
solved by the action centre leadership, which increases long-term achievements with proper cultural development.


McGregor’s X and Y Theory 

The X and Y theory has been developed by social psychologist Douglas McGregor, 
which explains the beliefs of managers to motivate people that affect managerial styles. 
The motivation of the employees is prioritised in the organisational operations to 
construct a supportive environment for the employees. The X and Y theory was explained in the Human Side of Enterprise book and involves two styles such as 
authoritarian and participative (Eze et al., 2022). Authoritarian indicates theory Y and participative represents theory two. 
Theory X- Theory X manages the pessimistic view of the people and assumes that the employees are unmotivated and dislike the work that influences the organisational culture (Wangdi and Tobgay, 2022). This style of leadership assumes the avoidance of responsibilities and needs constant direction for the employees. In addition, this approach also tends to involve several tiers of managers that oversee and direct workers to remain centralised. 
Theory Y- On the other hand, theory Y managers have optimistic opinions on the 
people and create a decentralised and participative management style (Balbuena et al., 2020). This aims to encourage open communication and create self-motivation to complete the task. It also encourages acceptance of responsibility and needs less 
direction compared to theory X.
This theory has been maintained by Steve Jobs who develops the ability to create an effective vision and provide proper direction according to the needs in an organisation. 
Steve Jobs developed a highly structured work environment at Apple with clear rules and processes to maintain a structured work environment. This leadership theory also encourages perfectionist approaches and creates innovation by developing a positive mindset (Ramoglou et al., 2023). Apple has involved innovation by developing a clear set of rules and processes and introducing a structured environment. It is used to maintain the theory X approaches. He develops remunerations and appraisals according to the contribution of the employees and increases inspiration by focusing on a clear vision of the organisation. 
However, there are certain disadvantages included in this model, which need to be 
prioritised to reduce any future consequences. Theory X indicates a restrictive nature, which can develop de-motivation and uncooperativeness of the employees increasing a high turnover rate. It also damages the reputation for the long term. In addition, theory y also gives too much freedom to the employees, which also leads to failure due to less monitoring of the activities (Darmawan et al., 2020). This theory indicates an effective structure of leadership and managerial process that improves proper direction to lead an innovative atmosphere and gain success factors with a clear vision. It also inspires employees to give their best with strong communication and other skill sets. Hence, it is observed that the X and Y theory is effective in increasing inspiration to increase contribution to gain success in the future.

Preferred managerial styles within the hospitability industry

Adair’s Model of ACL
The type of business leadership model that managers, supervisors and other staff in management positions can use to monitor and lead teams more effectively is action-
centred leadership (Kelly, 2021). This will allow management to apply a variety of 
principles for various working situations and improve its adaptation to new information. 
The method can be used by organisational leaders to improve their ability to cope with a variety of situations. The leadership of the Action Centre involves the achievement of 
tasks, the management of individuals, and the management of groups and teams. In the hospitality industry, where collaboration is foremost, this model is especially significant (Peña‐Miranda et al., 2022). Managers of restaurants, for example, are leaders who are responsible for efficiently allocating resources, maintaining team unity, and addressing individual skill development needs. Action-centred leadership can apply to all levels of an organisation, not just at the top level. However, Adair and his colleague David Faraday argue that there is a need to develop specific leadership skills at different levels if the model is to be effective. Planning and briefing skills are needed by leaders of teams. Understanding the reasons, needs, and concerns of each employee can help managers to ensure that their teams succeed. This includes addressing the needs of 
each team member and assisting them in achieving their objectives. Adair's 
accentuation on adjusting these three components lines up with the business' 
prerequisite for synchronized tasks, viable correspondence, and nonstop staff preparing to meet advancing client assumptions.

McGregor’s X and Y Theory
Theories X and Y have shown that the managers' perceptions of their team members' motives lead to two fundamentally divergent forms of leadership (Arshad, Abid, and Torres, 2021). 
Managers who think that employees are apathetic or do not like their work use Theory X, which is dictatorial. Managers who think that their workers are driven, responsible, and committed to the ownership of their work use Theory Y as a participative management style. Theory X gives rise to micromanagement, whereas 
theory Y is about more collaboration and decentralised workplaces. Douglas 
McGregor's X and Y Theory categorize the leaders into two styles based on assumptions about employee motivation. In the hospitality sector, which depends 
vigorously on the nature of customer support, embracing a Theory Y approach is much of the time more compelling. According to Theory Y, employees tend to be more engaged, creative, and dedicated to providing excellent service under leaders who trust and empower their teams. This approach is especially significant for jobs like front work area the executives, where representatives' positive cooperation with visitors straightforwardly influence the general client experience. The managers of Theory Y think that their staffs have unique skills, which are invaluable to an organization (Bohórquez et al., 2021). When managers complete their daily tasks and often ask for input on a regular basis, to find new ways of completing the task or solving problems, they grant some autonomy to their employees. In contrast, certain operational aspects, such as inventory management or safety standard compliance, may necessitate a Theory X approach, which is characterized by a more controlling and directive leadership style. However, excessive reliance on Theory X principles can hinder the industry's goal of providing exceptional, individualized service and de-motivate employees.


Conclusion 

In conclusion, effective leadership in the hospitality sector is essential for long-term 
success and customer satisfaction. Explored leadership theories like Blake and 
Mouton's, Adair's ACL model, and McGregor's X and Y Theory provide diverse 
approaches, each with unique strengths and weaknesses. Based on organisational 
needs, managers should adopt a flexibility of leadership style. The Preferred managerial styles are Adair's ACL model, and McGregor's X and Y Theory.
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