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Introduction 
Leadership has many different meanings and has changed a lot over time. Because of this, research into different leadership styles and methods has led to many theories, models, and plans for understanding and using good leadership (Mullins and Dosser, 2013). These include Fiedler's contingency theory, the path-goal theory, the situational leadership model, and the transformational and servant leadership approaches.
Leadership theories
Leaders can use the Blake and Mouton Managerial Grid to figure out their own and their employees' styles of leadership. It's a mental framework and a graphic. The x-axis of the grid shows how much a leader cares about production. The y-axis of the grid shows how much a leader cares about other people (Mullins, 2020). There are five types of leadership according to Blake Mouton's Managerial Grid. These are: team management, produce or perish management, country club management, and impoverished management. If a leader cares about both getting things done and caring about people, these results will happen. The Action-Centred Leadership model by John Adair, on the other hand, is a unique and innovative way to lead everyone. The model breaks down what good leadership looks like into steps that can be taken. It gives aspiring leaders, managers, HR professionals, and development managers a way to get started and be successful in their new leadership roles (Adair, 2009). 
John Adair's leadership model gives people who want to be leaders control by showing them the most important things they need to do to be successful in any role for a long time. Adair is a practical and all-around good leader, but some critics say his hierarchical way of doing things doesn't work with the way organisations are set up these days. While studying social psychology in the 1960s, Douglas McGregor came up with two different theories that tried to explain how managers' ideas about what drives their employees can affect how they manage them (Armstrong, 2012). He named these ideas X and Y. In companies that use a Theory X approach, McGregor says that there are usually several levels of managers and supervisors who oversee and direct workers. Control is tightly centralised, and authority is rarely given to other people. Theory X management has become less popular over the past few years, but big companies may have to use it because they have so many employees and have to meet tight deadlines. A decentralised, participative management style is used by Theory Y managers who are friendly and helpful to their workers. 
Pros and cons of different approaches
Blake and Mouton agree that this is the best way to lead because the leader puts focus on both people and work. People think it works because the boss doesn't get in the way of the workers' work all the time. It guarantees a full dedication to reaching objectives. Both people and work get done better when people and work are prioritised by leaders. McGregor's Theory Y says that this doesn't need supervision at every step, so workers can do their jobs when it's convenient for them and focus on getting them done on time. According to the answers given, the Blake Mouton Grid model is meant to help managers find a leadership style that works for them and their concerns about people and tasks (Arnold, 2005). However, the model doesn't take into account how important internal and external limits are to the working process. Besides that, it doesn't look at possible problems and situations because different ideas and points of view are given (Mullins, 2016). Adair's theory is more relevant because it shows that leadership is a skill that can be taught and used in different situations. The job needs a group to be done because one person can't do it by themselves. If the needs of the team aren't met, the task gets worse and the people on it are unhappy.
It might be seen as too simple in the way it works. Some people say that the model's focus on teaching control and leadership is too dictatorial. The model Focus can lose its balance between its parts, which leads to bad results (Boddy, 2014). Theory X's authoritarian approach makes the workplace controlled so that workers don't have much freedom. Theory Y, on the other hand, gives workers freedom. Theory Z, on the other hand, encourages teamwork and employee happiness. But, unlike the first two theories, Theory Z supports stable employment because employees are not at risk of being laid off. Dr. McGregor says that both Theory X and Theory Y management depend on what managers think about their employees on a personal level. The way managers think about Theory X and Theory Y affects how they assign tasks, plan projects, and inspire their teams. Even now, 60 years later, business leaders still recognise McGregor's contributions in many fields.
The preferred managerial styles within the hospitality industry
McGregor's Theory Y is relevant to the hospitality industry. This theory says that people don't want to change anything about their lives and try to avoid responsibility at all costs. This group of people doesn't want to be leaders; they'd rather follow others. Many people in this group don't like change, and they usually stay away from new things (Bloisi, 2007). People who use this theory aren't focused on the organization's goals; instead, they're putting their own goals ahead of the organization's. According to McGregor, this group of people were stupid and easy to fool. It is expected that employees will work for money and feel safe at work. Managers can help their workers change their motivational goals in a tough or gentle way (Buchanan And Huczynski, 2007). To make sure that employees follow the organization's goals, managers use the "hard approach" to threaten, coerce, closely watch, and impose strict control measures on them. Harmony and freedom are used in the soft approach to get workers to work with upper management. The soft approach lowers output while giving workers more benefits. Employing a small amount of each method is the best way to manage an organisation well. Theory Y argues that everyone who has an interest in a business should be able to have a say in how it is run. Managers are told to talk to their employees about problems within the company, which helps them make better decisions. It also makes people more creative by giving everyone a chance to do something. Theory Y says that managers should rate the work of their employees. Creating goals and taking part in the organization's evaluation processes are two ways to do this. Through the evaluation process, employers can see how well their employees are doing at meeting the company's goals (Robbins, 2018).
For example, when it comes to keeping their employees motivated and dedicated to their jobs, tourism managers need to be ready to use what they know about motivation theories. There are many theories about what motivates people today, and many of them can be used effectively in the tourism industry. Tourism managers need to be able to tell the difference between job satisfaction and job dissatisfaction because of this theory (Nawaz and Khan, 2016). They can rely on Theory Y, which has the most general assumptions about what motivates people at work, if they don't have the time or resources to find out what their employees need ((Buchanan And Huczynski, 2013). In other words, Theory Y says that employees are mostly motivated by things outside of work. When employees feel more committed to their jobs in these good situations, they are more creative in how they work towards the organization's strategic goals. Reward systems are a big part of getting people to work hard and meeting their needs for self-actualization. In the tourism industry, this theory of motivation gives managers several suggestions for how to make the workplace better and get employees to be more committed to their jobs.
Effectiveness of leadership approaches to the key function of managerial leadership
Before the 1980s, there were three main ideas about how to be a good leader: the traits, the behavioural, and the contingency approaches. Leadership has meant and looked like a lot of different things since the 1980s (Amanchukwu, 2015). Managers in the hospitality business use a range of methods to keep their workers motivated. Some managers stress how important outcomes are and encourage their workers to share the success stories of their work with the company. A variety of incentives, such as gain-sharing, are given to employees to keep them going. Some managers focus on getting their workers more motivated by giving them meaningful tasks and more freedom and independence. This makes it easier to boost job satisfaction and performance (Nawaz and Khan, 2016). Leaders may not have the legal power to make sure that the institutions or organisations they work for reach their goals. In contrast, managers do. A person can be a manager without being a leader, and they may not even need legal power to be a leader. In order to help the organisation reach its goals, the leader can persuade workers by using their personal traits, skills, and actions. To do these things, the leader doesn't need to know how institutions work (Uslu, 2019). As a manager, you can influence and lead your employees. This is called managerial leadership or managerial leadership. As a result, people who have both leadership charisma and management skills can be called managerial leaders. 
Relevance to the hotel and hospitality industry
Sustainability, stability and predictability are usually thought of as development that meets the needs of the present without making it harder for future generations to meet their own needs and progress towards flexibility and contingency. This isn't a new idea, but it could lead to new opportunities as a new paradigm or direction shifts for established leadership styles. That being said, in the future, it will not only be conceptual and classical sustainability that needs to be explained but also leadership sustainability (Chon and Zoltan 2019). For future and sustainable leadership, it can be said that leaders who can see into the future, plan for the future, are dedicated to growth, are visionary and missionary, and have the ability to bring about growth and change will still be around in the future. Theoretical perspectives state Leaders who think about the future get things done. Leaders who think ahead believe that something different could happen. Basically, the leader has to be able to see the future and get other people to do the same (Bavik, 2020). The leader's job is to point people in the right direction, reward them when they do what's expected, and celebrate their success as a group.  For example, Conrad Nicholas Hilton opened his own business when he was 21 years old by taking over his father's stores. Conrad Hilton was a great leader who did a great job. He is charismatic, authoritative, and transformational, among other things. Transformational leadership style, on the other hand, fits Conrad Hilton the best. The leader had a clear goal, direction, and vision, as shown above (Arasli et al., 2020). 
The behavioural approach to management came about when managers found that following the ideas of the classical approach didn't work to make the organization structure more efficient and peaceful. It is possible to make the organisational structure better by putting organisational design improvement methods to use and focusing on the employees.  This way of thinking looks at the nature of work and how well it meets people's need to show off their skills and knowledge. This method includes communication, motivation, participative management, leadership, and group dynamics to boost worker performance. For example, A transformational leader like Horst Schultze, who used to be president and CEO of the Ritz-Carlton hotel company, is a good example. In 1992, he worked very hard to get the Malcolm Baldrige National Quality Award for service. The Ritz-Carlton won the award again in 1999 because it met seven criteria (Liang, 2017). These were leadership, strategic planning, focusing on customers and markets, measurement analysis and knowledge management, focusing on human resources, process management, and business results. Transformational leadership means giving people a purpose, making their work interesting and difficult, and also motivating, coaching, and mentoring them (Huertas-Valdivia, 2022). Also, the most important part of transformational leadership is giving employees control over their own decisions, resources, and work. This is called "empowerment." These are the places where workers feel like they have a bigger stake in the organization's work. "We are Ladies and Gentlemen serving Ladies and Gentlemen" is the Ritz-Carlton's motto. This is where employees are motivated and seen as strong. People who work there are told they can "move heaven and earth" to make room for the guest. 
Conclusion 
One of the most important topics in management science is how leaders in the hotel industry do their jobs. Every group of people talks about management and leadership. In the hotel business, leadership starts with the leader guiding his followers towards a clear goal. A leader must also be able to motivate and communicate well with those who follow them. To put it another way, communication and motivation are the two most important parts of being a leader. 
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