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‘’The manager is the dynamic, life-giving element in every business. Without their leadership the resources of production remain resources and never become production (Drucker ,2007). Leadership plays a critical role in the hospitality industry, where the quality of service, employee satisfaction, and teamwork directly affect business success. Effective leadership influences not only operational outcomes but also team morale, engagement, and overall productivity. Different leadership styles such as transformational, democratic, Laissez-Faire, and coaching leadership, shape team dynamics and organisational culture in various ways. These styles are complemented by foundational leadership theories, such as the Great Man Theory, which suggests that certain individuals are born with the traits necessary for leadership (Swindall, 2011).
In this essay we are going to explore a few leadership styles, such as Transformational Leadership. These leaders inspire and motivate their teams by fostering an environment of innovation and change, they focus on vision, values and personal connections, encouraging stuff to go beyond standard expectations (Taylor, 2000). Another leadership style is Democratic Leadership, where leaders involve the team members in decision-making processes by fostering collaborations an encouraging input. This style enhances team morale and ownership, leading to more innovative solutions (Gastil, 1994). Laissez-Faire leadership, this hands-off approach allows employees considerably autonomy. While it can foster creativity and innovation, it might lead to confusion or a lack of direction if not managed carefully (Wong & Giessner, 2015). Another leadership style is Coaching Leadership, where leaders focus on developing their team members through personalised feedback and support, this style emphasises growth and skill enhancement, leading to improved performance and employee satisfaction (Pasquale, 2007). And, Great Man Theory, posits that leaders are born, not made, and that certain individuals possess inherent traits that make them effective leaders. In the hospitality industry, this theory suggests that natural charisma, confidence, and decisiveness are critical for leadership success. While some leaders might naturally embody these traits, the theory has been criticised for oversimplifying the complexities of leadership and overlooking the importance of development and situational context. In the hospitality industry, effective leaders often blend various style to meet the needs of their teams and adapt to changing circumstances. Understanding these leadership styles can enhance operational efficiency, employee morale, and overall guest satisfaction (Blake, 2024).
Next, we are going to detail The Great Man Theory leadership, which posits that leadership is an inherent quality and that great leaders are born, not made. This theory, which emerged in the 19th century and was popularised by historian Thomas Carlyle, suggests that individuals possess natural characteristics that make them destined for leadership roles. These qualities include charisma, intelligence, courage, and decisiveness, which set such leaders apart from the average person (Carlyle, 2017). In the context of hospitality, notable leaders such as Conrad Hilton, César Ritz, and J. Willard Marriott are often associated with this theory. Their natural leadership skills and visionary capabilities allowed them to create some of the most iconic hotel brands in the world, transforming the hospitality industry in the process.
Pros and Cons of the Great Man Theory: Pros of the Great Man Theory
Simplicity and Clarity: the theory is straightforward, as it attributes leadership to inherent traits rather than complex situational or behavioural factors. It presents leadership as something easily identifiable, which can simplify organisational structures by recognising those naturally suited to lead (Sebaly, 2017).          Historical Relevance: the Great Man Theory has been validated by the study of historical figures such as Napoleon Bonaparte and Abraham Lincoln, whose leadership seems to have arisen from innate qualities (Johnson, 2019). In the hospitality industry, leaders like Hilton and Ritz embody this narrative, as their personal charisma and vision had a transformative impact on the industry.
Inspirational Role Models: leaders identified by the Great Man Theory often serve as inspirational figures. These leaders are seen as larger-than-life personalities who can inspire both their employees and the broader organisation to strive for excellence. For instance, Conrad Hilton’s vision of spreading hospitality worldwide became a rallying call for his employees, driving the Hilton brand to global success (O’gorman, 2013).                                                                                                   Cons of the Great Man Theory:                                                                  Overemphasis on Innate Qualities: one of the primary criticisms of the Great Man Theory is its focus on natural traits, disregarding the importance of experience, learning, and situational factors in shaping effective leaders. In a modern hotel management setting, leadership is often cultivated through experience, training, and collaboration, challenging the idea that leadership can be boiled down to inherent traits alone (Chin & Trimble, 2014).                                                                 Exclusivity and Gender Bias: The Great Man Theory has historically been associated with male leaders, perpetuating a gender bias that excludes women from leadership discussions. In the hospitality industry, this bias can be problematic, especially given the increasing recognition of female leaders in the sector (Rhode, 2017).                                                 Inflexibility in Modern Leadership: The Great Man Theory does not account for the evolving nature of leadership in dynamic environments like the hotel industry. Today’s hospitality sector is customer-centric, technologically driven, and increasingly reliant on teamwork, requiring adaptive and collaborative leadership skills that go beyond innate qualities. The theory also fails to recognise the role of followers and external circumstances in leadership success (Northouse, 2018).
 No Focus on Development: The Great Man Theory downplays the potential for leadership development. In contrast, modern theories such as transformational leadership or coaching leadership focus on mentoring and developing potential leaders within the organisation. In hospitality, where employee development is critical, the Great Man Theory’s lack of focus on nurturing talent may hinder long-term organisational growth (Bass & Riggio, 2006).                                       Application of the Great Man Theory in Hotel Management: while The Great Man Theory has limitations in its practical application in modern hotel management, it can still offer valuable insights into leadership. Historically, the theory is linked to the success of several hospitality icons:
Conrad Hilton (Founder of Hilton Hotel): is often viewed through the lens of the Great Man Theory because of his visionary leadership and entrepreneurial spirit. His natural ability to recognise business opportunities and lead his company through turbulent times, such as the Great Depression and World War II, suggests he possessed inherent leadership qualities. Hilton’s charisma, determination, and ability to inspire loyalty from both employees and customers were crucial to his success in building one of the most recognisable hotel brands globally (Hilton, 1984). Hilton’s leadership style, characterised by decisiveness and long-term vision, allowed him to expand his hotel empire worldwide. This reflects how inherent leadership traits, such as resilience, ambition, and foresight, can drive organisational growth and innovation. However, while his leadership was effective, modern hotel managers may find it challenging to rely solely on inherent traits in a complex, customer-driven industry where adaptability and team-based leadership are critical.
César Ritz (Founder of Ritz-Carlton Hotels): known as the “king of hoteliers,” César Ritz revolutionised luxury hospitality through his innate understanding of what affluent customers desired in terms of service and luxury. His attention to detail, personal charm, and ability to motivate his staff to provide impeccable service were key factors in his success. Ritz’s leadership, often cited as instinctive and natural, laid the foundation for the modern concept of luxury hotels (Ritz, 1938). Ritz’s leadership demonstrates the importance of innate qualities such as attention to detail and the ability to connect with both staff and guests. His leadership style is still admired in luxury hospitality, where customer service and personalisation are paramount. However, as with Hilton, the reliance on inherent traits in modern hotel management may not be sufficient. The Ritz-Carlton today focuses on developing leaders at all levels of the organisation, using coaching and mentoring to ensure consistent service excellence.                                                                                     J. Willard Marriott (Founder of Marriott International): leadership trajectory also fits the Great Man Theory. His ability to transform a small root beer stand into a global hotel chain is often attributed to his business acumen, strong work ethic, and visionary thinking. Marriott’s natural leadership qualities allowed him to innovate within the industry, introducing concepts such as hotel franchising, which would change the landscape of the hotel industry (Marriott & Brown, 2012). Marriott’s ability to inspire loyalty and develop strong brand standards across a vast franchise network illustrates how natural leadership qualities can help shape the operational efficiency of a hospitality business. Yet, in the current hotel industry, where the focus is on employee engagement and technological integration, leadership development programs and collaborative management styles are becoming more essential than the reliance on a single charismatic leader.                                                           Leadership styles significantly affect team effectiveness and employee satisfaction in the hospitality industry. The Great Man Theory, which suggests that leaders are born with inherent traits like charisma and decisiveness, has shaped the leadership of figures like Conrad Hilton and César Ritz (Carlyle, 2017). These leaders offered strong vision and direction, enhancing team effectiveness and inspiring loyalty. However, over-reliance on one leader and a lack of focus on employee development can hinder both team effectiveness and satisfaction (Eagly & Carli, 2007). This theory also risks promoting an authoritarian style, limiting collaboration and innovation (Bass, 2008). In contrast, transformational leadership fosters a shared vision, empowering employees and enhancing both team effectiveness and job satisfaction (Bass & Riggio, 2006). Democratic leadership encourages participation, improving engagement but can slow decision-making (Gastil, 1994). Laissez-faire leadership provides autonomy, which may enhance satisfaction for self-motivated employees but risks inefficiency due to lack of guidance (Skogstad, 2007). Coaching leadership develops employees’ skills, boosting both performance and career satisfaction by focusing on continuous improvement (Shields et al., 2020).               In the hospitality sector, where collaboration and service quality are critical, leadership styles that promote teamwork, development, and adaptability tend to enhance team effectiveness and employee satisfaction more than styles focused on inherent traits or top-down control (Belias et al., 2023). A flexible approach that blends leadership styles can better meet the dynamic needs of the industry.
In conclusion, leadership styles play a crucial role in shaping team effectiveness and employee satisfaction within the hospitality industry. The Great Man Theory, which focuses on inherent leadership traits, can inspire loyalty and provide clear direction, as seen in figures like Conrad Hilton and César Ritz. However, its limitations include over-reliance on a single leader and potential authoritarianism, which can stifle collaboration and reduce employee engagement. In contrast, transformational leadership enhances team cohesion and innovation through a shared vision and empowerment, while democratic leadership fosters participation and engagement, though it may slow decision-making processes. Laissez-faire leadership, which grants high autonomy, can work well for self-motivated individuals but often leads to inefficiency in the structured environment of hospitality. On the other hand, coaching leadership prioritises employee development, improving both individual performance and overall team effectiveness by focusing on continuous skill improvement. In a service-driven industry like hospitality, where employee motivation and teamwork are essential to delivering high-quality guest experiences, leadership styles that promote collaboration, development, and flexibility tend to achieve better outcomes. Ultimately, a blended approach, combining elements of various leadership styles, can enhance both team effectiveness and employee satisfaction, ensuring sustained success in a dynamic environment.
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