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1.0  Introduction

This work will display, discuss and evaluate the complexities involved in leading and managing people in the hospitality sector in the UK. Practical applications of different Leadership and Management Theories and principles will be examined, considered and critically assessed. Examples of personal experience within the Hospitality industry will be given and further development areas and plans displayed. 


1.1 Aims and Objectives.
The aims and objectives of this work are to critically estimate the design and implementation of leadership and management strategies in the hospitality industry. Will be also estimating the effectiveness of the Leaders and Managers in The Ned Hotel and their role to enhance the achievement of the organisational goals. 

1.1 Organisation background
It is a story of how a visit to an abandoned wonder of architecture catalyzed a perfect union and creation of one of the most modern, luxurious and expensive hotels in the City of London. 
The opulent hotel The Ned was created when London's Soho House & Co. joined up with the Sydell Group of New York. But this wasn't just any old (The Ned 2023),. The magnificent 1924 Grade 1 listed building was created by renowned London architect Sir Edwin 'Ned' Lutyens. References to the 1920s, 1930s, and 1940s can be seen throughout the property. The ground-floor lobby and dining area, which is covered with marble and 92 authentic African deep green columns, is the prominent feature. 
The Ned London, which has 250 rooms and 30,000 square feet of space, has 17 bars, 9 restaurants, two swimming pools, a gym, and a spa. Nowadays visitors can enjoy The Ned hotels as well located in Manhattan -New York and Doha- Qatar. 

2.0 Review of Leadership and Management Theories
There is a difference between being a manager and a leader. While managers prefer stability and focus on procedures, leaders appreciate changes. Management is the art of knowing what must be done and the better possible way of making it happen, while leadership is the process of motivating other people to act way noted by Harvard Business Review (2004). Nevertheless, there must be a development in both – leadership and management, where the skills, knowledge and competencies are enhanced for the benefit of the individual, the workforce, and the organisation states (CIPD 2021). Using methods such as coaching, training programmes, shadowing senior leaders, job rotation and networking will be useful for further development too.  
At The Ned is followed the transactional leadership style where the foundation is in the organisation's rigid structure and authentic authority. Refining goals and objectives, organisational rewards and penalties are prioritised. The self-interest of the followers is the driving force behind transactional leadership. It is established on a swap method of "I will give you this if you do that" and a relationship of mutual dependency noted by Mullins (2002, p. 279). 
'Give and take' transactional leadership (Burns, 2003) centers on the interchange of ideas between the front-runner and the followers. When a leader demonstrated transactional leadership, followers agreed with in gain for acknowledgement or to avoid punitive act.  When followers effectively completed their duties and tasks, rewards and acknowledgement were given (Bass et al., 2003). 
Advantages are using this style such as rewarding those who follow instructions out of self-interest, a clear framework provided requiring repetitive operations to quickly reach interim objectives, and bonuses and restrictions laid out.  At The Ned, such premiums and bonuses were generously given to those following the requirements. 
However, there were also some drawbacks. Employees only receive material rewards, such as money or benefits, and since the goals and objectives have already been set, there is no room for creativity. This leadership style does not honour independent initiative which was a very often seen problem in my experience period there. I could deal with room attendant unhappiness about it but also several times it happened to me with my line manager. 
On the other hand, transformational leadership involves empowering and liberating followers by imagining, energizing, and facilitating change. According to Burns (1978, p. 426), it is about "changing the goals of followers or subordinates."
[bookmark: _Hlk133403347]The pacesetting leadership style is highly goal-oriented and sets up very high-performance standards, but leaders exemplify them themselves. This style is obsessed with accomplishing things more quickly and effectively and leaders expect the same of others. Self-motivated, extremely competent, and highly skilled people respond strongly to this strategy but because it's frequently difficult to maintain pace and pressure, it could have a detrimental impact on the work environment and morale as well as the need for immediate results could limit innovation and originality noted by CPD (2021). 
The affiliative leader fosters peace among his followers and assists them in finding solutions to problems. He ensures that followers feel connected and provides frequent feedback to keep everyone on the right track. This style can potentially slow staff development and levels of team productivity and can foster a complacent atmosphere and attitude. 
The bureaucratic leadership style is based on an organisation's administrative requirements in the public sector and establishes a rigid hierarchy that is codified by the leader. It requires scrupulously adhering to the rules, standards, and procedures and not giving authority to subordinates.
The commanding leadership style is one of obedience. It completes tasks quite rapidly and is useful in emergencies and while interacting with difficult people. Competent, forceful, and motivated are the traits of commanding leaders but staff can quickly lose motivation and employee feedback is frequently ignored. If maintained for too long, have a severe harmful impact on the work environment. 
Visionary leadership style develops and effectively communicates a realistic, believable, and alluring picture of the future for a company. It inspires people to work towards a goal and inspires and energises workers. It strategically creates generations' future; however, conflict may arise if dominant individuals in the company have opposing ideas.
The Democratic leadership style implies the ensemble in the decision-making process and ha an account their ideas, but the leader still has the final say.   Creativity is valued and encouraged and improves organisational citizenship behaviour (OCB) and morale. It improves individual, and group motivation and dedication and frequently has solutions to difficult issues, however, it takes a lot of time.  
The Authoritative leadership style imposes rules and regulations, chooses the objects to be met on their own, and controls all activities without granting employees to participate in any significant way. 'Do what I say' mentality and it functions best when the project or organisation is drifting. Creativity and unconventional thought are discouraged as rules are significant and clear.
According to Western S., (2007), the strategy is founded on three fundamental ideas: leadership should be more concerned with problems than with people and less focused on the individual, different and less universal.
Exceptional good leaders also are not using just one style but according to the work situation, employee engagement and capability, and the timeline they are implementing the appropriate style. A great example of this is the Jack Welch leadership noted in Harvard Business (2023). 

2.1 A critical evaluation of the impact of Leadership in The Ned

The pacesetting leadership style that was used mostly in The Ned led to getting quick and highly performed results, great achievements with less available staff and met schedules on time. However, was not rare for me to see how many of my colleagues experienced burnout and that my creativity decreased in this role. 
The hospitality sector is a high-stress environment and is demanding managers and leaders to take decisions and actions quickly as well subordinates must follow instructions in the same way with speed and efficiency. In The Ned, where the organisational structure was big, sometimes I had difficulties getting things done on time because my decision had to be approved first. 
The room attendants were required to do an additional job and doing the extra mile, because of the expected rewards if customers are happy. However, many other self-initiatives were constrained and sticking to the instructions was required. A good point was that my managers and leaders were putting themselves as an example and not only setting the standards but they were following them. That was quite inspiring and motivating for me and the rest of the team.
My managers and I were implementing too different models and theories, as the situation for instance, with the workload started to be in demand. After Brexit, low-level employees were difficult to find, retain and motivate, therefore we introduced also affiliative strategies in our approach. 
In addition, the skills approach as a different way of looking at leadership includes technical, human, and conceptual skills according to Katz (1955, p.34-36). Conceptual skills such as creating visions, strategic planning and problem-solving are highly recommendable for the top management level. 
Nevertheless, Mumford proposed another model with individual attributes, competencies, leadership outcomes, career experiences, environmental and influences where each one leads to the next. 


2.2 Own experience, examples, and areas for development
I will examine my own experience on two different levels regarding my work in the hotel. I started working at The Ned in 2020 as a floor supervisor, which was including an inspection of clean rooms, managing, leading, and supervising the room attendants, public areas cleaners and linen porters. The staff that I was responsible for was around 15 people on shift per day and we were delivering our best as a team. Also, I was entrusted to motivate the team, especially in busy periods and do spot checks on individual performance. Also, I learnt how to shift from individual performer to managing a team, and not only what is good for me but also for my team. I will also develop my skills and knowledge of how to delegate groups to be a better leader in the future.
 In these two years, I was able to see how my managers were managing the workforce beyond my responsibilities too and this will form my second personal experience. The organisational structure at The Ned is hierarchical with the CEO at the head of a line of high management, again in fewer numbers than the intermediate managers.
According to CIPD (2023), the advantages of this structure are that roles are clear and defined.
The disadvantages such as lower-level employees may feel undervalued because they are cut off from senior management and can be expensive because wage expectations sharply rise as you move up the chain of command. As well as higher skilled employees may feel limited which will expand staff turnover, which I had observed. 
For me was a big challenge to encourage low-level workers to feel valued and not disconnected from the rest of the organizational pyramid. I applied and developed my interpersonal skills in these situations such as the ability to communicate honestly and be a collaborative team member, creative problem solver, empathetic and inspiring others. Moreover, I think that everyone may develop further their ability and the Great Man Theory should not be a constraint for this. In addition, highly useful was the ability to lead, multi-task and the quick decision making in a fast-paced environment such as the hotel industry in London. It has had a positive impact on my framing and mobilisation skills.
The areas of development which I will work on are my efficiency in time management and communication with other departments and my team. 


3.0 Conclusion
This work was built on my experience, a five-day working schedule at The Ned lasted for two years and I learnt and gain knowledge, and practical capability in managing and leading people.  
Some of the character traits that are frequently helpful in leadership are "innate"—more akin to having perfect pitch than something you can learn over time. However, most personal qualities that are beneficial for leadership can be learned such as self-assurance, compassion, calmness, perseverance, and courage, are among them. Many of the abilities considered necessary for effective leadership—the capacity for appropriate decision-making, communication, and selection of quality team members—can also be acquired through instruction or experience. 






 Appendix
 Action plan
	What are my leadership development objectives?
	What leadership activities do I need to undertake to achieve my objectives?
	Where will I develop my leadership objectives?
	The target date for achieving my objectives

	Improving my framing and problem-solving skills 
	I should start identifying opportunities for action and clearly defining problems within the team. I need to develop my social judgement skills and then create an implementation framework.  
	At the hotel
	01.09.2023

	Effectively managing the room attendants
	Observe and actively participate in how my managers and colleagues are managing subordinates. In appropriate situations, I need to take an action. 
	At the hotel
	01.09.2023

	Motivating and developing others
	Apply, observe, and learn from my leaders how to improve my motivation skills towards others. I need to spot their abilities that can be developed too. 
	At the hotel
	01.09.2023

	Improve my communication skills
	I need to understand others to develop my communication with them. I need to spend time with them at teambuilding weekends. 
	At the hotel
	01.09.2023

	Clear vision and strategy
	Observe my managers and the leader how and what are their vision and strategies. Analysing them and keeping the best ones. 
	At the hotel
	01.09.2023

	To be more flexible and adaptable to changes
	I need to consider the changes as a possibility for something better and accept the challenge.
	At the hotel
	01.09.2023
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