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Leadership is defined as the relationship between the individuals who lead this way and those who choose to follow. At the same time, it thus refers to the directing behaviours and those of coordinating all the activities of a team or a group of people on the goal. Common. Leaders' behaviour significantly influences their teams (Burke et al., 2006). Mullins (1996) defines leadership as a relationship through which a person can influence, in one way or another, other people's behaviour (Kangis & Kelly, 2000). Leaders must be able to define departmental units or organizational missions, coordinate the activities of others, and motivate them to fulfil the mission's requirements. This must circumvent or solve the problems that thus prevent progress towards the achievement of organizational objectives.
This essay provides an overview of leadership theories such as the McGregor X and Y Theory and Transactional Leadership. In the continuation of the essay, the advantages and disadvantages of the selected leadership style will be compared and contrasted in the context of team dynamics and employee morale. The essay discusses the application of these styles in hotel management, gives examples of specific real cases, and analyses how different leadership styles improve or hinder the effectiveness of the team and employees.



Therefore, McGregor (1969), cited by Sabri et al. (2019), stated that management is responsible for executing all actions and organizing all people's efforts to achieve the organizational goal. McGregor went on to say that there are two ideas related to employers' perceptions of employee types. These hypotheses were known as Theory X and Theory Y, which provided workers with four hypotheses. Everyone thinks that workers are lazy and looking to not work, so you have to do something to get them to work. Theory X is not a good way to assess employee motivation, so the nature of employees comes from managerial practices, not human nature. Similarly, McGregor (1969) states that Theory Y is based on the belief that employees like their work and a normal aspect of their lives (Latham, 2007). Theory Y is also used in job expansion concepts because it encourages lower-level employees to take on more and more tasks while giving them the opportunity to satisfy their self-seeking social needs. In addition, workers can participate in decision making (Latham, 2007).
Theory X states that people only work for money and security. From the hardest to the lightest, there is a wide range of management strategies that fall under this "theory X". The severe method uses coercion, implicit threats, tacit surveillance, and strict controls. It comes from a severe approach, which leads to lower yield and, at the same time, higher demands from the union. The delicate method resulted in a higher demand for rewards in exchange for fewer results. However, McGregor claimed that not even one approach is adequate because the assumptions of Theory X are not correct. Based on all these assumptions, there is an opportunity to align personal objectives with organizational objectives, thus using the employee's own search for fulfilment as a motivator. McGregor thus emphasized that some people may not have reached the level of maturity assumed by Theory Y and, therefore, may need much stricter controls that can be relaxed as the employee develops (Aremu & Oduola, 2014). Theory Y also claims that the company can do many things to capitalize on the motivational energy of its employees, such as decentralization and the delegation of the expansion of jobs and participative management, as well as performance evaluations (Marchington & Wilkinson, 2008).
According to Podsakoff et al. (1990), transformational leadership thus helps employees to trust their managers. In their study, trust thus proved to be a mediator between transformational leadership and organizational citizenship behaviour. Chen et al. (2005) indicated that employees show trust based on personal organizational support, which then affects positively. Organizational commitment. Previous literature thus shows that employees' trust in an organization or management can increase employees' commitment to the organization. Bass and Avolio (1990), cited as well in Chiang et al. (2012), thus defined transactional leadership as understanding the needs of employees, ensuring these needs to reward employee contributions as well as hard work but also the commitment to provide all those rewards after employees complete their assigned tasks. Not only the employees, but also the leaders recognize the performance but also the effort, considering an agreement with the management that outlines all the obligations. 
Transactional leaders look at the organization and the employees in a much more traditional way and thus use power to ensure that the employees perform all the stable tasks in front of them. Research such as Hinkin & Tracey (1994) and Tracey & Hankin (1996) have thus shown that senior managers in hotels use the transactional leadership style much more often, and also this fact can ensure much more satisfactory results in an environment of more stable work. Research in the hospitality environment has shown that the application of transactional leadership can result in much lower satisfaction (Lockwood & Jones, 1994). This is due to the fact that leadership. Transactional thus rejects the development of followers and also does not contribute to the development of innovation as well as new skills (Boerner et al., 2007).

Transformational leadership represents the style that inspires and motivates followers and one of the main advantages of this style is the ability to cultivate creativity and adaptability in teams. It also encourages employees to think beyond traditional boundaries and thus provides a sense of ownership. This type of transformational leadership. This type of leadership is also exceptional thanks to the beneficiaries, who allowed organizations to remain competitive and to adapt more quickly to changes. There are also disadvantages to transformational leadership, and a significant advantage is that it can be highly demanding for leaders and teams. Transformational leaders expect an increasingly high level of dedication and creativity from their employees, leading to burnout if it is not managed carefully. Also another rather significant disadvantage is that the success of this type of leadership depends mainly on the leaders' ability to inspire and motivate. If the transformational leader lacks charisma, he fails to build stronger relationships with his teams. 
Bill Marriott has adopted a leadership approach that is transformational. Instead of using transitions like rewards and punishments, he uses inspiration as the main source. It has also been found that leaders who lead a transformational leadership style must be both visible and open. Bill Marriott is distinguished by this leadership style, which actively encourages the creativity and efforts of his departments. This shows that it encourages leaders to find new ways of doing things and take advantage of opportunities. From the very beginning, Bill Marriott believed in listening to employees and at the same time paying very special attention to all the details, but also offering inspiration and encouragement to his teams at the same time. Leaders who possess this transformational leadership style, such as Bill Marriott, ensure that lines of communication are always open, but also that all employees are thus recognized for their contributions, according to Reiss (2013). Skills such as calmness but also enthusiasm and listening represent the commitment of transformational leaders and Bill Marriott absolutely possesses all these traits, thus managing to grow for Marriott through his leadership style.
Bill Marriott's management history is exceptional, as are his accomplishments during his tenure as CEO and Chairman of the Marriott Company. Moreover, like any leader, he has faults and weaknesses. He visited every location and noticed every trace of dust in every hotel, demonstrating his transformational leadership style. However, Bill Marriott manages to command a lot of respect despite his stern features. This is a result of his ability to inspire his offspring to pursue the company's goals.
The history of Bill Marriott's management and the various achievements associated with his mandate as CEO and president of the Marriott brand is exceptional. Also, like any leader, he has flaws or even more severe points. An example of such attestation is that, at the same time confirming his transformational leadership style, he visits each location and notices even the smallest speck of dust in any of the hotels. However, despite his severe features, Bill Marriott thus manages to impose a major respect, and this is possible due to his ability to inspire his followers and thus follow the company's objectives (CNN, 2014).
The process of interaction between leaders and employees is highlighted in transformational leadership (Dust et al., 2014, cited in Lin et al., 2020). In addition, it frequently encourages innovation, learning and information sharing (Qu et al., 2015). In addition, staff members can meet internal requirements at a higher level and achieve organizational purpose through transformational leadership. Thriving in the workplace is frequently associated with transformational leadership (Hildenbrand et al., 2018). It also has opposing sides, such as the fact that this leadership style is somewhat complicated and the elements of expectation and motivation that belong to it, thus affecting the employees' perception of the characteristics of the work situation (Gong et al., 2009). 

In conclusion, management plays an essential role in forming team dynamics, as well as in employee morale and organizational efficiency. Theories such as McGregor's Theory X and Theory Y and transformational and transactional leadership offer distinct frameworks for understanding how leaders influence their teams. In the hospitality industry, leadership styles directly affect employee satisfaction and organizational performance. Transformational leadership emphasising trust and developers has thus been proven to stimulate innovation and commitment. In contrast, transactional leadership, of a more traditional nature, thus focuses on completing tasks and stability, sometimes at the cost of employee satisfaction. Laissez-faire management thus delegates the taking of mistakes to employees and can create valuable learning opportunities but can be lacking in structure. The effectiveness of a particular leadership style depends, to a large extent, on the context, such as the size and the nature of the organization. In general, understanding and applying the most suitable management style can significantly increase the efficiency and morale of teams, especially in environments with high demand, such as hotels, where employee performance is directly linked to organizational success.
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