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Researchers have emphasized that organizational leadership is critical to a company's success, especially in industries that are both dynamic and global. As the hospitality industry is both complex, global and dynamic, companies face a major challenge when it comes to staying competitive. Thus, the ability to manage change is essential to being a leader, according to Olsen, West and Tse (1998), cited in Chathoth and Olsen (2002). Given the forces of change affecting business in the hospitality industry, it is essential to identify the leadership characteristics of companies that help maintain competitive advantage in a more dynamic, global or even local environment.
This essay provides an overview of many leadership theories, including theories discussed in lectures and those found in one's research. Thus comparing both the disadvantages and the advantages of the leadership styles selected in this essay such as the transformational one, the Great Man theory but also that of McGregor X and Y this essay will focus on a single theory to closely analyse a real example of a hotel for this hotel.
Transformational leaders lift people from their lowest needs to their highest. They also have capabilities to inspire followers to transcend their interests to achieve a goal different from that of the group (Feinberg et al., 2005), but usually help followers to satisfy their needs as much as possible, appealing especially to higher order needs. Admiration, trust, respect and loyalty are said to be produced by transformational leaders (Barbuto, 2005). Transformational leadership is based on self-reflexive change in leaders and group members. This demonstrates an essential characteristic of transformational leadership. In addition, it is said to involve leaders and followers who raise the morals, motivations, and achievements of others to levels that would otherwise be impossible (Barnett, 2003).According to Lussier and There are thus four very important stages that belong to organizational changes under the direction of the transformational promotional leadership style Achua (2004) cited in Hay (2006). First of all, it is very necessary to make convincing arguments for change. The transformational leadership style thus greatly helps to produce change thus presenting a much more convincing argument for it. Also, a more negative or better said or darker side of transformational leadership is thus questioned especially by certain organizational development consultants (Griffin, 2003). A more key criticism is that within its framework, transformational leadership can potentially abuse power (Hall et al., 2002). Furthermore, according to Bass (1997) cited in Hay (2006), transformational leadership does not specifically refer only to control, but it also refers to the eco balance of all interests or even all influences, but also the power that can help to avoid dictatorship and the pressure of a minority by a majority. Therefore, in recent times, efforts have been made to develop the development of a leadership transformation, which is distinguished from traditional or even transactional leadership styles. Organizational legitimacy and bureaucratic authority are fundamental to transactional leadership. During a crisis or significant organizational change, transformational leadership occurs much more frequently. The leader convinces followers that old ways no longer work and creates a new path for the organization by defining the mission (Tracey & Hinkin, 1994).
In terms of addressing an organization's vision and goals, leadership is critical to its success. Furthermore, Bass (1997) argues that leadership is a risky dynamic that influences the success or even failure of an organization. So one of the oldest topics that researchers have studied is leadership. Transformational leadership refers to a leader who not only provides inspiration and motivation to his employees, but also behaves in a more attractive manner, which leads to the success of employees in achieving organizational goals.
The organization's purpose, vision and objectives can be presented to employees by transformational leaders. This enables employees to behave similarly and work to achieve the organization's goals (Bennis and Nan, 1985, cited in Dlamini et al., 2017). Problem solving is encouraged for employees working under a transformational leader. In addition, transformational leaders personally encourage members to maximize their potential and are exceptional at managing conflict. Transformational leaders are perceived as good at taking risks because they enable subordinates to reach their full potential and have confidence in their ability to show more charisma, confidence and maintain a high level of trust.
McGregor's 1957 theory is one of the most well-known theories of employee behavior. His theory focuses on motivational factors, which have a significant influence on how workers behave. McGregor states that every manager has his "cosmology" or theory of motivation for his employees, which allows him to express his deeper views about people in general. McGregor argues that the fundamental principles of managers have an extremely significant impact on how organizations operate. For this reason, managers' views on people's behaviour are extremely important. According to McGregor, there are two main categories of hypotheses: Theory X and Theory Y. Theory X represents the authoritarian management style, which implies that people are thus fundamentally lazy, with a more inherent antipathy to work but also to avoid work whenever possible. Consequently, management argues that staff should be more closely supervised and comprehensive control systems should be implemented. Instead, the theory emphasizes that people exercise self-control and self-direction to achieve organizational goals. Theory Y managers use a decentralized and participative management style because they have a good attitude towards their employees. This creates a much more trusting and working relationship between employees and managers. People are given more responsibility and managers encourage them to make suggestions and improve their skills (Galani & Galanakis, 2022).
David McGregor (1969) thus suggested that management is assigned the task of guiding the actions and efforts of all people in order to fulfil organizational objectives. McGregor then suggested that employers have two thoughts related to their assumptions about the nature of employees. Theory X is an inappropriate method for measuring motivation because the nature of employees, as it is assumed, is a consequence of managerial practice and not of the nature of human beings. McGregor (1969) thus states that Theory Y is based on the accurate assumptions of human nature: employees who enjoy work and thus consider it a normal part of life. They also work with minimal supervision if they are dedicated to achieving organizational goals. They also learn to accept such responsibility and decision-making ability even if they are not in managerial positions (Latham, 2007). The importance of the management theory of these theories is thus evident for historians and academics. This theory is essential not onlyfor managers, investors, and consultants. The theory lays the foundation for a better understanding of how confident leaders emerge and succeed. When it comes to making hiring and investment decisions, this can be very helpful as it can help identify leaders who are natural leaders. Consequently, the advantages of this theory should be self-explanatory. Talented leaders are extremely difficult to find. It also creates a more transparent framework that helps leaders make decisions.
Another advantage of the theory is that it emphasizes the qualities of charisma and inspiration, which can strongly impact morale and group cohesion. Suppose they are of primary importance to the business. Among the disadvantages are how it can give a kind of myopia to the understanding and the decision-making around management. Thus, focusing on innate individual qualities, this theory deliberately ignores a much deeper analysis of the context and the conditions surrounding the given situations. This creates the risk of misunderstanding these events, which can corrupt any efforts to make decisions more effectively (Cogar, 2024).

Everyone attracted to the transformational leadership style and transformational leaders can achieve high levels of efficiency and productivity towards their subordinates is good for their charisma. This type of leadership also takes into account personal requirements. Self-learning and self-development are highly promoted in transformational leadership, and it must be kept in mind that the responsibilities of the transformational leader are not limited to achieving the goals of the organization, but also to creating effective creation and productivity of the team. A culture in gear is created by encouraging subordinates to develop and improve themselves, which allows for greater productivity (Karlsson, 2018).
The purpose of transactional leadership is transformational leadership. Because they are forward-looking and I believe they are future leaders, they always challenge the status quo. Consequently, being good and doing good is what it means to be a transformational leader. Consequently, this mindset stimulates the creativity and inventiveness of the leader, as well as the business as a whole. Businesses run by transformative leaders are able to adapt and innovate as they adapt to change. To make decisions, transformational leaders are guided by integrity, morality and ethics. Transformational leaders inspire employees and make them want to follow their values ​​and the values ​​of their companies. Chris Nassetta, who represents Hilton's CEO, is a transformational leader who thus led the company's significant cultural overhaul. He thus emphasized the importance of aligning the missions and the company's values and visions within Hilton's global operations. Also, its management had a special focus on creating a culture of people who serve other people, thus ensuring that all employees are treated in the same way that guests are treated. The leadership style clearly highlights the importance of human resources in achieving corporate objectives, thus affirming that culture is extremely important, as well as its strategy. Through his vision, the Hilton company has thus come to be widely recognized as one of the top companies to be employed for. This reflects an approach that Hilton has on leadership transformation (Libardo Lambrano, 2020)

In conclusion, transformational leadership, as described throughout the essay, plays a fundamental role in the management of global industry change, such as hospitality. Leaders like Chris Nassetta, who is the CEO of Hilton, embody this whole approach by aligning the company's values and promoting a culture that is centred on people. With the same reasons, and thus, the employees' ability to exceed their individual goals while emphasizing the importance of the vision and the culture, transformational leaders can improve the performance of the team and maintain a competitive advantage. However, all these leaders must face all the challenges, such as power dynamics and organizational resistance, to ensure that leadership remains balanced and ethical in promoting long-term success.
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