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Title - Critically evaluate the different approaches to leadership and their effectiveness within the hotel industry.


The hotel industry is a complex and multifaceted domain, requiring leadership that not only navigates the complexities but also inspires teams to deliver excellence consistently. Leadership approaches include transformational, transactional, servant, and authentic leadership (Avolio, 1999). Transformational leadership emphasizes inspiration, vision, and empowerment, fostering a culture of innovation and adaptability. However, its efficacy may vary depending on organizational culture and team members' receptiveness (Bass & Avolio, 1994). Transactional leadership operates on the premise of reward and punishment, often relying on clear structures, performance metrics, and contingent rewards to drive employee behavior (Burns, 1978). This approach may yield short-term results in terms of operational efficiency but may undermine intrinsic factors crucial for fostering genuine guest connections and long-term employee engagement (Avolio et al., 2009). While it examines the leadership theories which include Blake and Mouton's Managerial Grid, Adair's ACL, and McGregor's X and Y in the hospitality industry, it also discusses the barriers that managers face in ensuring effective leadership in a health care organization. It examines whether the knowledge is appropriate and effective for different people, it compares varied strategies, mentions specific styles, uses examples, and relates leadership effectiveness to functional areas of management, which then emphasizes the role of leadership in making organizations successful.


Server leadership, deeply rooted in service and humility, prioritizes the well-being of team members by nurturing a supportive work environment (Greenleaf, 1977). However, critics argue that this approach might inadvertently prioritize employee satisfaction over operational efficiency, leading to potential conflicts between service excellence and bottom-line performance (Liden et al., 2008). Authentic leadership, on the other hand, is a beacon of integrity and self-awareness, leading by example and staying true to their values and principles even in the face of adversity (Avolio & Gardner, 2005).

In conclusion, the effectiveness of leadership in the hotel industry depends on a nuanced understanding of organizational dynamics, guest expectations, and industry trends (Lussier & Achua, 2015). Leaders must adapt and integrate these approaches in a manner that aligns with their team and guests' unique needs and aspirations. 

[bookmark: _Int_Nr1nyrjq]In the hospitality industry, speed is crucial, and transformational leadership is essential for creating an organizational culture that values employees and motivates them to perform well (Northouse, 2018). Leaders who adopt this model create an atmosphere where employees feel their purpose is internalized and take pride in their work, leading to better employee engagement, customer service, and company performance.

However, transformational leadership may face challenges when introduced to the hotel industry, such as high staff turnover and high demand periods (Morgeson & Humphrey, 2006). Leaders must devote time and resources to nurturing and training new team members, as well as managing high workloads and stress levels (Lowe et al., 1996). They must also provide necessary support to help employees remain strong and overcome hardships (Wong & Laschinger, 2012).

Good communication, recognition of success, and opportunities for professional development are essential for fostering concentration and motivation (Bass & Riggio, 2006). Transformational leadership has great potential for excellence in the hotel industry, but hotel managers must be aware of the practical environment when implementing this process (Nahavandi, 2017). By implementing an innovative, creative, and adaptable leadership model, managers, and leaders can ensure that challenges such as high staff turnover and seasonal fluctuations do not negatively impact employee engagement or guest satisfaction (Harter et al., 2002).


From the hierarchy of the hotel industry standards, transactional leadership, as the most frequently employed method, can maintain productivity as well as has its disadvantages (Bass & Avolio, 1994). It accentuates the rewards and the punishments in return for the performances aiming only for externally driven behaviors that might hinder the intrinsically motivated attitude among staff (Judge & Piccolo, 2004). This way of thinking may not encourage creativity and improvement as team members may not dare to take risks and present innovative ideas for fear of being seen as failing to meet the performance measures or the rewards (Podsakoff et al., 1990).

Offering rewards may be an appreciated temporary source of motivation for employees. However, it may also become a dependence-forming mechanism whereby bonuses and rewards are expected to be given automatically, which may lead to a feeling of being entitled and diminishing intrinsic motives (Deci et al., 1999). These relationships [that often become dependent on one person] may cause a team's morale and mutual trust to deteriorate (Dirks & Ferrin, 2002).


The transactional nature of leadership teams might see them as weak on change, in that they could be unwilling to take any risks or break off from their standard workflow, even if better results could be achieved that way (Yukl, 1999). It might be a great challenge to be flexible in the organization towards improvement of the trends in the marketplace and be ready to react well when new problems arise (Zaccaro, 2007).

Apart from that transactional leadership performance assessments can ignore individual achievements and development requirements, which causes them to remain on one level and lower their motivation for work (Bass, 1997). Many a leader has striven to improve the productivity and the sustainability of his/her organization in a continually changing market environment by balancing the challenge of transactional leadership with innovative and collaborative approaches that inspire employees and are geared toward the long term (Bass & Riggio, 2006).

This new model of leadership, servant leadership, is obtained through changing the standard hierarchical organization from within the hotel industry (Greenleaf, 1970). The servant leaders put the leading team members’ needs above the directives from top management, and they offer this type of direction (Russell & Stone, 2002). It also parallels the embodiment of (traits of) compassion, a modest approach, and dedication to the development of staff. Managers need indeed to be ready to actively listen to employees to grasp their needs, show them a way out, and provide support (Liden et al., 2008). Servant leaders contrast with micromanagement which treats as every element of team worker and also decentralizes their power and hands the authority to employees to make decisions on their own (Van Dierendonck, 2011).

Servant leadership is also informed by the need to create a space for workers to work together and interact effectively in a team (Schaubroeck et al., 2012). Leaders can initiate open communication by asking for opinions, providing opportunities for office workers to give their views, as well as developing a staff where everyone feels valued and a part of the big picture (Sendjaya et al., 2019). Hence, loyalty and dedication have increased, which makes employees more motivated and produces high-quality services (Walumbwa et al., 2008).


Even though servant leadership introduced into the hotel business needs a tangible application of training and overcoming the hierarchical mindsets is necessary for success (Ehrhart et al., 2011). Leaders may encounter antipathy arising among the employees who believe that they are moving towards the traditional management style or those who doubt the seriousness of the leader's commitment to the said change (Sendjaya et al., 2019). In the hospitality industry, where the challenges are significantly practical and human-related, the attractions of servant leadership are obvious (Liden et al., 2008). Servant leadership is focused on the well-being and advancement of their employees; consequently, a committed and engaged team of employees who are devoted to serving the guests arises (Sendjaya et al., 2019). 

[bookmark: _Int_qcjlREGA]Leadership based on authenticity is the most valuable thing in the hotel industry as it requires leaders to handle the most complex situations that happen regularly with individuals, teams, and stakeholders (Walumbwa et al., 2008). Authentic leaders manifest those leadership traits of self-awareness, transparency, and honesty to their followers and staff and encourage them to remain loyal to the right thing (Avolio & Gardner, 2005). The "walk the talk" principle could critically influence a guest's perception, as they notice the workers' trust and vibes of care about the guests and their needs which finally results in a cozy and friendly atmosphere conducive to customer loyalty and generating good opinion. Real leaders also respect the importance of the individual growth of their employees as well as their well-being by creating a supportive environment where they always feel they are needed and where they are encouraged to stand out (Gardner et al., 2005). The truth is, that difficulties arise; but authentic leadership in the hotel industry is not a pipe dream, rather, one of the best roles in management. It is the self-awareness, transparency, and integrity transparency of leaders that can guarantee the trust, commitment, and success of the company in a competitive and complex environment (Avolio & Gardner, 2005).

To sum up, we can say that leadership in the hospitality business is one of key factors of a successful company’s performance and results in the establishment of a good staff work environment (Liden et al., 2008). On the other hand, every leadership style offers its contribution to the team’s success. However, there is no blueprint for the right leadership approach, as numerous other aspects like organizational culture, employee demographics, and industry changes dictate how well leadership works (Northouse, 2018).

[bookmark: _Int_BQEeEiRC][bookmark: _Int_CRLrNT9v]Transformational leadership can bring about the impression of innovation and brilliance, but the chances may be reduced in a turbulent setting (Yukl, 2012). The tractional leadership style puts a premium on being consistent and effective, but it could be used to curb creativity and keep employees involved at all times (Bass & Riggio, 2006). Servant leadership helps create an authentic atmosphere of understanding and teamwork but could require quite a fundamental change in thinking from traditional hierarchical systems of power (Liden et al., 2008). An authentic leader can be able to create credibility and trust however; it means leaders have to lean on confronting their weaknesses and prejudices (Avolio & Gardner, 2005).


However, in the hotel industry, the way to the top leadership uses the above methodologies that adapt to each case and the hotel business’ own situational needs (Liden et al., 2008). By critically analyzing the styles of leadership and their efficiencies, wrong styles are removed so that a comprehensive leadership base can be developed that can secondarily engage employees, give guests satisfaction, and enhance organizational performance (Bass & Avolio, 1994).
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