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Critically evaluate the different approaches to leadership and their effectiveness within the hospitality industry

Because workers have performed better under managers who have embraced a particular leadership style, researchers have concluded that leadership style is a crucial topic. (Giousmpasoglou et al., 2021) said that leadership was one of the key components of managers in Covid-19 , in order to motivate workers, especially during lockdowns and remote working. According to (Bavik, 2020; Huertas-Valdivia et al., 2019; Kaya and Karatepe, 2020) servant leadership style has been the most appropriate style in the most recent studies in hospitality as it highlights work engagement and evolvement of the employees. For a long time, leadership has been examined from different point of perspectives such as gender, status, individual behaviours and experience (Bass, 1990; Jago, 1982). (Bennis, 2009; Weinfurter, 2013) said that leadership is ‘’ the capacity to transform vision into reality ‘’ . In the course of history, many leaders have thought of themselves as being the ones who make and cause actions but, their followers see leaders as the ones who can be blamed or praised for the consequences. 
The Great Man Theory is not a validated theory due to the lack of scientific proof to state that leaders are born and not made. This theory was one of the earliest concepts of leadership. Carlyle states that true leaders and great men are born as such and are seen as heroes or villains. Although this theory has been seen as a failure, researchers have been trying to revive it, in recent years. (Hogan et al. 1994) has developed The Big Five Model to differentiate leaders from normal people and to structure their characteristics. 
 Douglas McGregor (1960) came up with the idea that manager’s point of view is important in determining work related behaviours of the employees. He believed that even though they may not be conscious of it, managers make assumptions about how people behave. Managers with Theory X trait have a more pessimistic approach of thinking, which states that employees dislike work, need constant motivation and direction and would not take responsibility. Managers with Theory Y trait are more optimistic and view employees as good workers, creative people who take responsibility gladly.  (Bobic and Davis, 2003; Morse and Lorsch, 1970; Reddin, 1969) have criticised McGregor’s work as being limited and simple. Researchers think that Theory X and Y has not actually been tested in work environments. Despite this, a survey conducted by Fellows of the Academy of Management has ranked McGregor's 1960 book The Human Side Enterprise as the fourth most significant management book of the 20th century.
Servant leadership and authentic leadership are quite similar as they both are connected to ethical and value leadership. According to Robert Greenleaf's book Servant Leadership: A Journey into the Nature of Legitimate Power and Greatness, managers should be servants to their employees, act in their best interests, and assist in their personal development. Studies reveal that workers who feel treated fairly and have no fear from their superiors uphold a higher standard of ethics and perform better when working independently. Servant leadership has been proved to be the most desired style of leadership, in the most recent times, but it was not as desired in the past. One of these reasons is that for its time, the concept of a servant leader was too progressive. Second, servant leadership was hard to implement due to transformational leadership being to popular. Both theories of Greenleaf and Burns focus on the idea of helping employees become leaders and help them develop their qualities, but the two theories do have some differences. First of all, transformational leadership is is motivated by what executives deem to be advantageous to the company, in contrast to servant leadership which states that It aims to assist the members of the organization. Another difference, according to Schaubroeck et al. (2011), is that transformational leaders encourage cognitive-based trust, whereas servant leaders appeal to the affect-based trust of employees. A notable example of a transformational leader is the former president of the Ritz-Carlton hotel chain, who was twice awarded the Malcolm Baldrige National Quality Award for service, in 1992 and 1999. "We are ladies and gentleman serving ladies and gentleman" is the motto of Ritz-Carlton, a place where staff members are empowered and assisted in achieving their personal and professional objectives.  Another illustration of a transformational leader is Craig Poole, the president of Reading hospitality and owner of a Double-Tree hotel. Known for his approach to treating both his customers and employees, he has been named General Manager of the Year and has won the Hilton Connie award three times. Owner of Pinnacle Advisory Group: Rachel Roginsky. Through an inspiring career in hospitality, Rachel built her company from the ground up to become a globally recognized boutique hospitality consulting firm.
There are both pros and cons to autocratic and democratic leadership. We mostly live in democratic countries, so people are born and nurtured in the idea where their opinions are heard and taken care of. Autocratic leadership is where only one person makes all decisions on behalf of everyone and democratic leadership is where the leader takes notes of others ideas and opinions and brings other people in consideration for decision making. Pros to autocratic are that employees know exactly where they stand and what is expected of them but also do not need to worry about taking responsibility for consequences in case of errors. Cons include the possibility that workers won't feel valued or that their contributions are not acknowledged, as well as the fact that they won't receive assistance in enhancing their own attributes. Businesses may experience low morale and high employee turnover as a result. Pros to democratic leadership are that employees are involved in decision making and feel valued with their voices heard. Cons include the possibility of extremely slow processes and the possibility of employees having to make decisions on topics they don't know much about.
Laisse-faire leadership is the type where managers take a hands-off approach, allowing staff members to make important decisions on their own. While it may not work best in every organization, this style of leadership has been shown to work well in certain instances. The encouragement of staff members to create their own leadership philosophies and the decreased fear of failure are benefits of this style of leadership. In addition, it fosters innovation and creativity and gives employees a sense of autonomy. Low productivity and disputes amongst coworkers are two examples of conflicts. This approach could also lead to misunderstandings about staff roles and responsibilities and be ineffective with a demotivated team. According to some accounts, Steve Jobs, the founder of Apple INC., was a laissez-faire boss who gave his staff members the freedom to choose, which aided Apple in producing high-calibre goods. 
The two main dimensions of Blake and Mouton's managerial grid, which was published in 1964, are people and production. Nelson and Quick (2000) state that managers can receive ratings on each dimension; however, the influence of situational factors has not been taken into account in this theory. Five distinct managerial philosophies were outlined by Blake and Mouton, along with the behaviours associated with each. The leader's concerns for people are displayed on the vertical axis of the grid, while their concerns for production are described on the horizontal axis. On the grid, each of the five styles is labelled from 1 to 9 in both the horizontal and vertical directions. The two primary differences in the grid are 1.1 the impoverished manager, who cares little about people or output, and 9.9 the team manager, who is regarded as the ideal managerial style since it produces the highest level of output and the highest degree of employee satisfaction. The 5.5, or organisational man, management style is thought to be the worst since it does not maximize either people or production, which produces subpar outcomes. 
When Path Goal Theory was first presented in 1971, it claimed that a leader's main job was to inspire followers to reach objectives and assist them in obtaining rewards and benefits. There are four leadership philosophies according to this theory: directive, supportive, participative, and achievement. Hersey and Blanchard observed how different leaders behaved in terms of tasks, relationships with employees, and employee maturity level (Nelson & Quick, 2000). A two-dimensional model for evaluating and classifying different leadership behaviours has been developed. 
John Addair's ACL, in contrast to The Great Man theory, is predicated on the idea that leaders are created, not born. It prioritizes aspirant leaders by asserting that leadership abilities can be acquired and applied. Task needs, group needs, and individual needs make up the three interlocking spheres that make up the ACL model. One person cannot complete the task; instead, a team must work together and receive strategic direction. To finish the task, there are a few steps that need to be taken: identifying the task and the individuals in charge of it; planning; defining; establishing; maintaining progress; and reviewing. To function effectively, the team must be cohesive and have similar values. Addair outlines specific procedures for assembling and sustaining a team, including standards-setting, establishing a culture and style, assessing, developing, and inspiring. Every group has both physical and psychological needs. It is advised to support and acknowledge people, give them opportunities, help them develop their strengths, and recognize and reward good work. Some critics believe Addair's method may not work with the linear structure of contemporary organisations. 
Transactional leadership, which emphasizes structure and order, is most common in military settings and large organizations that depend on rules and regulations to function properly. Transactional leadership is not appropriate in environments that value creativity and innovation. While transformational leadership encourages people to grow on their own and are inspired by their leaders, this style depends on self-motivated individuals who prefer to work in structured environments. The advantages of transactional leadership include quick goal achievement, clear employee rewards and penalties, and an effective organizational structure. The lack of rewards, mostly financial ones, and the restricted creativity of this style of leadership prevent people from growing personally and professionally. Large organizations would be the ideal places for this type of leadership to be used, particularly when employees don't speak the same language and don't need to interact with one another because their employers have already established their tasks and objectives. Bill Gates, the creator of Microsoft, is an example of a transactional leader since he emphasizes clear structures and uses a system of rewards and penalties to control his staff. 
It has been established that democratic management is the most common style in the hospitality industry, and employees there report a moderate level of job satisfaction. It has been discovered that democratic leadership affects job satisfaction more than laissez-faire leadership. Excellent leadership is essential in the hospitality industry since it has been demonstrated that contented workers produce success for the company. 
Every leadership style has advantages and disadvantages, and it is still unclear if leaders are created or born. However, throughout history, there has been a significant shift in perception from the "man hero" to the businesswoman, who is just as capable of running an organization as a man. As a result, leaders can influence workers' job satisfaction by implementing the right leadership philosophies. 
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