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Effective leadership is crucial for the success of every industry, including the hospitality sector. The distinctive characteristics of the hospitality business, which prioritise client happiness and the delivery of exceptional service, necessitate adaptable leadership strategies. This essay explores multiple leadership styles and evaluates their efficacy in the ever-changing context of the hospitality industry. Leadership involves offering guidance and supervision to employees, incentivize staff to successfully accomplish assignments, exhibit creativity, and demonstrate innovation. (Zaleznik, 2004).
The hospitality business in the UK is experiencing four major changes. (Bavtok, 2023). Firstly, the changing profile of employees. A large portion of the workforce now comes from abroad of the United Kingdom, mostly from countries that were once part of the Eastern Bloc. Many of these workers are more qualified and bring an entirely distinct work ethic to the table than their British counterparts. Secondly, customer expectations are rising; people are becoming pickier and more discerning consumers of high-quality services. Thirdly, many major corporations have failed to hire hospitality industry experts for executive roles, and those who have been there have had little formal training in leadership. Although familiarity with the business is necessary, bringing in a leader who is not in the field might provide valuable insight and experience. Finally, the ever-evolving nature of the sector and the rapid pace of product and service innovation, the continued viability of small businesses in the face of such intense competition is an open topic. (Hoang et al. 2021). At the team, operational, and strategic levels, outstanding executives in the hospitality industry share a common trait: they overcame formidable obstacles by relying on their unique blend of charisma, intelligence, and experience. (Rousseau, 1998) The best leaders know that their teams are the key to company success and goal attainment, so they invest heavily in getting to know and developing their employees. They also foster an environment that rewards hard work and recognises and appreciates individuals for their achievements. If you have the capacity to become a great leader, you may ascend from the lowest position to the highest one in no time. Great leaders have exceptional people skills, a thorough knowledge of the company, and superb commercial awareness. According to Nasasivayam et al (2014), one of the main issues in the hospitality industry is a decline in work performance and customer service. To combat this, empowering and engaging staff are seen as crucial solutions. They want to set a good example for their employees by acting in a way that is consistent with their values and the company's, which includes being truthful, fair, transparent, and professional. (Van Knippenberg, 2001) The best leaders in the world always aim for the stars, make sure their teams go above and beyond for customers, inspire their employees to be self-reliant while also pulling together, foster strong relationships with the communities in which they operate, lay out clear expectations for everyone, and then put systems in place to make sure those expectations are met. (Hoang et al. 2021). Consequently, the leaders in the hospitality sector need to be lifelong learners if they want to keep their businesses running and expand. They should also strive to be an inspirational leader who inspires their subordinates to do the same, innovate constantly to improve services, hiring proactive employees, and contribute to the industry's culture of continuous improvement. A good illustration of this is the fact that successful hospitality companies like Four Seasons and Ritz Carlton have found that employee empowerment is an essential component to their performance. According to Micah Solomon (2013) the right selection, orientation, and reinforcement in place, together with peers of like calibre, employees will flourish when given considerable autonomy. If not, they will eventually die. Numerous research, both within and outside of the corporate world, corroborate this. Therefore, different leadership and managerial styles can be decisive in getting customer-facing staff to feel empowered and invested in their work. Transformational leadership centres around the act of encouraging and motivating workers to reach their utmost capabilities. In the hospitality sector, where the satisfaction of guests is of utmost importance, leaders who embrace a transformational approach have the ability to establish a favourable work culture that encourages innovation and commitment among staff members. (Rousseau, 1998)   This approach motivates employees to surpass expectations in delivering outstanding service, ultimately elevating the overall satisfaction of guests. Servant leadership prioritises the leader's dedication to fulfilling the requirements of the team and may cultivate a cooperative and nurturing atmosphere in the hotel business, where effective cooperation is essential. (Gui C. et al, 2021). Leaders that place a high importance on the welfare of their workforce frequently observe a rise in employee contentment, leading to enhanced visitor satisfaction and loyalty. Transactional leadership is predicated on a framework of incentives and penalties to stimulate employee motivation. Although this strategy may be successful in some organisational settings, the hotel industry's emphasis on visitor happiness may need a leadership style that is more centred around individuals. Transactional leadership may potentially cultivate a culture focused on compliance rather than one motivated by authentic enthusiasm for service. Laissez-faire CEOs utilise a non-interventionist style, granting employees a significant level of self-governance. Although this strategy has the potential to foster creativity and innovation, it can also result in discrepancies in the delivery of service within the hotel business. Efficient communication and explicit instructions are essential for the success of this leadership approach, guaranteeing that staff uphold standards while also experiencing a certain level of autonomy. Van Dierendonck and Correia de Sousa (2014) demonstrate significant correlations between the behaviour of leaders and the welfare of workers. They also explore how leaders' varying levels of supportiveness and openness impact employees. Leaders may enhance performance by giving priority to their followers' work engagement, particularly in customer-contact service environments (Barnes & Collier, 2013).
The Team Management leadership theory, as described within the Blake and Mouton Managerial Grid, is highly relevant in the hotel business. According to this notion, those who prioritise both achieving objectives and ensuring the happiness of team members are classified as Team Managers. Within the hospitality industry an effective team management entails striking a harmonious equilibrium between attaining operational objectives such as delivering exceptional service and guaranteeing efficiency and giving priority to the welfare of the team. This is a vital aspect in an industry where customer pleasure is of utmost importance. Leaders that embrace the Team Management method in the hospitality industry see the significance of having staff who are actively involved and driven. (Van Knippenberg, 2001) Highly motivated employees are more inclined to provide outstanding customer service, resulting in favourable visitor experiences and promoting teamwork, therefore cultivating a great work atmosphere. Teamwork is crucial in the hospitality industry, since it is necessary for providing flawless services. Leaders that use the Team approach to leadership prioritise the educational and professional growth of their workforce, aiming to strengthen individual skills and contribute to improved performance of the team and overall satisfaction with services. The hotel sector is characterised by its dynamism, since it constantly adapts to evolving visitor tastes and industry trends. Team Management leaders demonstrate adaptability and encourage their staff members to be open to and adaptable to change, so assuring the maintenance of excellent service standards. Due to the varied nature of positions in the hospitality industry, disputes can occur. Team management leaders prioritise the constructive resolution of conflicts in order to foster a harmonious work environment, which is crucial for providing outstanding guest experiences. Hospitality leaders cultivate an atmosphere that facilitates personal growth and development, therefore enhancing succession planning and ensuring the long-term success of the organisation. Placing the concerns and requirements of team members as a top priority leads to increased employee satisfaction. (Rousseau, 1998). Within the hotel sector, where staff turnover rates can be significant, prioritising the well-being of employees contributes to the retention of skilled individuals, eventually leading to advantageous outcomes for the organisation. The Team Management concept of leadership is particularly suitable for the hospitality sector since it prioritises maintaining a harmonious equilibrium between job completion and effective management of individuals. Leaders that effectively execute this strategy contribute to a favourable work environment, improved interaction with clients, and a positive outcome in the fiercely competitive and service-focused hotel industry. Douglas McGregor's X and Y Theory along with John Adair's action centred leadership theory are two frameworks that offer valuable insights into different management and leadership styles. Maintaining an appropriate equilibrium between the requirements of the mission, the team, and the individual leader is a central tenet of Adair's model. It delineates three fundamental leadership obligations: task accomplishment, team foundation and maintenance, and personal growth. Effective leaders are able to adjust their attention and focus across these three main areas in accordance with the circumstances, according to the model. Adair's model does not presuppose a particular management style; rather, it endorses a balanced and participatory approach. McGregor's X and Y theory, on the other hand, outline opposite styles of management, with X emphasising authoritarianism and Y emphasising empowerment through participation. Theory X posits that employees have an intrinsic aversion to work, are slothful, and require strict supervision and coercion to accomplish organisational objectives. In contrast, Theory Y contends that employees are capable of deriving satisfaction from their work, possess an intrinsic drive, and can be guided towards organisational goals through appropriate encouragement and support. Adair's model prioritises the requirements of both teams and individuals, which is consistent with a leadership style that focuses on people. In contrast, McGregor's theories are more rigid in nature, as they put forth two separate and contradictory management approaches. Theory Y, for instance, is also people-oriented; it posits that under certain circumstances, team members may be self-driven and guided towards objectives. Adair's model demonstrates adaptability by permitting leaders to adjust their focus in accordance with situational requirements. Moreover, it incorporates task accomplishment as a fundamental obligation, thereby guaranteeing a harmonious coexistence of people-centric and task-oriented concerns. The task-oriented McGregor's Theory X, on the other hand, assumes that rigorous control is necessary for employees to accomplish organisational objectives. In contrast to Adair's model, which offers a versatile and harmonious approach to leadership, McGregor's X and Y theories delineate management styles in a more inflexible and binary fashion. Adair's model facilitates a comprehensive comprehension of leadership by integrating task-oriented and people-oriented elements, thereby permitting flexibility in application across various contexts. In contrast, McGregor's theories posit divergent presumptions regarding employee motivation and advocate for distinct managerial methodologies in accordance with these differences.
Organisational settings undergoing complex merger processes, for example, are characterised by high levels of uncertainty and discontinuous change, which can lead to an increase in job demands and, if personal and professional resources are not properly developed, a negative impact on engagement (Bakker and Demerouti, 2007). Mergers may have a negative effect on organisational identity (Van Knippenberg, 2001) and downsizing may have a negative effect on commitment (Dierendonck and Jacobs, 2012), according to previous research. This is where strong leadership may make all the difference. Maintaining or increasing engagement at work in the face of uncertainty is possible if, as part of this process, organisational leadership demonstrates concern for the unique requirements of the workforce and facilitates the supply of job resources as well as the development of personal resources required for adjusting to the environment. (Hoang et al. 2021)
In conclusion, effective leadership is crucial for the success of any industry, including the hospitality sector. In the UK, the hospitality industry is facing four major changes: changing employee profiles, rising customer expectations, and lack of formal training in leadership. Outstanding hospitality executives rely on charisma, intelligence, and experience to overcome obstacles and foster an environment that rewards hard work. Empowering and engaging staff is essential for company success, and different leadership styles can be decisive in getting customer-facing staff invested in their work. Transformational leadership encourages employees to reach their full potential, while servant leadership prioritizes team satisfaction and loyalty. Transactional leadership may cultivate a culture focused on compliance, while Laissez-faire CEOs use a non-interventionist style, granting employees self-governance but potentially causing discrepancies in service delivery. Effective communication and explicit instructions are essential for the success of these leadership styles. Team Management leadership theory is crucial in the hospitality industry, as it emphasizes achieving objectives and ensuring team members' happiness. Effective team management in the hotel sector involves striking a balance between operational objectives, delivering exceptional service, and ensuring team welfare. Leaders who adopt this approach prioritize employee motivation, teamwork, and personal growth, fostering a positive work environment and retaining skilled individuals. David McGregor's X and Y Theory and John Adair's action-centred leadership theory offer insights into different management styles. Adair's model emphasizes balance and participatory leadership, while McGregor's theories emphasize authoritarianism and empowerment through participation. In complex merger processes, strong leadership is essential to maintain engagement and commitment. Organizational leaders should demonstrate concern for the unique needs of the workforce and facilitate the provision of job and personal resources to adapt to the environment.
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