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1. Introduction
Although there are various definitions of leadership, all entail persuading others to pursue a particular goal is at the core of the position. Followers are pulled by leaders, not forced to follow. Leadership is centred on creativity, adaptability, and staff development, whereas management is frequently preoccupied with stability, effectiveness, and control. A great leader looks ahead, whereas management concentrates on managing the present. A manager can establish the most effective work processes, formulate a creative growth strategy, and produce a spectacular marketing campaign, but these efforts will fall flat if the followers do not actively participate in carrying them out. No leadership exists in a vacuum; rather, it arises only when followers agree. That being said, being in a position of leadership does not inherently make one a leader. Rather, leadership is determined by others. I go over how to get to that status in this chapter (Ghorban, Ghazali, and Ghorban, 2013). 
The ability and inclination to motivate others are fundamental components of leadership. Ideas, both original and borrowed, that are conveyed to others in a way that piques their interest and motivates them to follow the leader's instructions are the foundation of effective leadership.
Although they are not the same, the phrases management and leadership are sometimes used in the same sentence. Beyond management responsibilities, leadership demands certain qualities. Although managing the resources at hand is a responsibility shared by managers and leaders alike, effective leadership calls for more. For instance, employees under managers may or may not find them to be inspirational, but a leader must motivate those who follow them (Ward, 2023).

2. Main Body
The managerial grid, sometimes referred to as the management grid, is a behavioral leadership concept that was put forth by Jane Mouton and Robert Blake. According to this model, a leader's interest in the following elements can be used to determine her style:
• People: How dedicated are subordinates to achieving the goal? Does the employee have a strong sense of self? Do subordinates feel content with their interactions with others?
• Productivity: The leaders' assessment of the standard of the established policies and procedures. To what extent is the research creative? To what extent is the personnel productive? How valuable is the outcome and how efficient is the work?
The horizontal axis, or x-axis, represents production concern on a scale from one to nine. On the vertical axis or y-axis, concern about individuals is scaled from one to nine.
According to Blake and Mouton, there is an additional third axis called motivation, which is measured in terms of positive (driven by want) and negative (driven by fear).
They contend that a manager's care for both people and output can be used to distinguish between different leadership philosophies. 
The managerial grid defines five different leadership styles based on these two variables. Each style is distinguished by where it falls on a scale of 1 to 9 for both productivity and people concern:
•Country Club: This type of club has low attention to output and high personal needs. The goal is to create a welcoming and cosy work atmosphere for employees. It relies on encouraging the subordinate to be self-motivated. Insufficient staff motivation may result in subpar performance outcomes.
•Team management is defined by a high level of attention to output and a high level of personal needs. Without the leader's help, subordinates are driven and devoted. The leader must have faith in the dedication of their team members and grant them autonomy and decision-making authority. Positive relationships and a conducive work environment can effectively drive employees. The foundation of this approach is McGregor's Theory Y of Leadership.
• Task: This is distinguished by High Attention to Output and Low Personal Needs. Other names for the look are perish style or authoritarian style. The leader gives explicit instructions that determine how subordinates behave. Subordinates may experience decreased motivation and morale as a result. In general, it increases production in the short term; however, because of subordinate turnover, productivity may decline over time.
• Impoverished: This group is distinguished by low attention to output and low personal needs. These folks are not at all committed to the group or the people. As a result, people's perception of them as leaders is limited to their standing and power within the company. It usually results in low productivity, purposelessness, and dissatisfaction.
• Middle of the Road: This group is distinguished by mid-level personal needs and mid-level output attention. A balance between each priority is what leaders aim for. It usually results in mediocre or moderate performance because interpersonal connections and output are not optimized (Gordon, 2023).
In order to increase followers' motivation, leaders implement extrinsic rewards and view contractual agreements as the primary source of motivation (Bass, 1985).  According to published research, the transactional style "reduces creativity and can negatively impact employees' job satisfaction."  When it comes to appropriately identifying behavioral deviations from expected followers, leaders' actions are explained by the management-by-exception theory. How these approaches are applied differs depending on the circumstance and the setting.  In scenarios requiring a high level of accuracy, technical know-how, and time constraints—especially in technologically intensive environments—we will choose transactional leadership. In contrast, transformational leadership is the preferred option in human-intensive environments where the emphasis is on motivating followers and respecting their emotions based on shared goals, beliefs, and values (MacGregor Bums, 2003).
I. Contingent reward
 The goal of contingent reward leadership is accomplishing objectives.  This behaviour emerged because people value receiving material, observable, and concrete rewards for their labour.  "Transactional leadership creates compliance by appealing to the needs and wants of individuals, whereas transformational leadership recognises individual talents and builds enthusiasm through emotional appeals, values, and belief systems" (Bass & Avolio, 2004). When using contingent rewards, manager leaders are expected to guide staff members to ensure tasks are completed. In summary, material rewards based on performance, direction-setting, reciprocity, and team confidence-building are all important markers of contingent reward.
II. Exceptional Management (Active)
  Active management by exception is distinguished from leadership that is given up and is instead characterised by a laissez-faire approach.  Leaders that practise management by exception (active) have an innate faith in their employees to complete the task at hand to a high standard and without upsetting anybody. "This kind of leadership does not motivate employees to go above and beyond expected results; nonetheless, if the goal is met, the system is functioning, everyone is happy, and business as usual continues" (Bass & Avolio, 2004).
The Theory of Contingency (1960) 
 According to the contingency theory of leadership, there is no one right way to lead, and every style is dependent on a specific set of conditions. It suggests that certain people must always give it their all in any given circumstance. In certain ways, the contingency theory of leadership is a natural extension of trait theory, which holds that an individual's attributes depend on the circumstances in which they apply their leadership authority (Vroom & Yetton, 1973).
The notion of situational leadership (1970)  
According to the situational theory of leadership, a leader's maturity must correspond with that of their subordinates. Furthermore, the only way to lead effectively is to change with the times and adopt a different style from what the leadership used to be. According to this view, the style needs to be task- and relationship-oriented (Yukl & Fleet, 1992).


The Theory of Process Leadership (1970) 
The process theory of leadership is typically predicated on methodical research wherein occurrences and actions are taken to be the result of specific efforts. A well-defined method guarantees these outcomes. According to this theory, objectives are accomplished by repeating them in a specific cycle while using specific constants as needed. The process theory explains the mechanism by relating people's needs to effect change with their motivation to do so (House & Aditya, 1997).
The Theory of Transactional Leadership (1970) 
The exchange leadership theory, also known as transactional leadership theory, views leadership as a transaction involving followers and leaders. Indeed, this approach emphasises the need for sharing and a strong bond between followers and leaders (Bass, 1998).
The Theory of Transformational Leadership (1970) 
The foundation for a solid relationship between leaders and followers is provided by the transformational leadership theory, which also fosters a strong degree of trust that inspires unwavering loyalty. According to this notion, a leader's primary power comes from inspiring others and acting charismatically (Burns, 1978).
Several leadership theories place a strong emphasis on three fundamental concepts: achieving objectives, maintaining the position of leaders, and pursuing the phenomenon. According to the literature, people who establish those who are in conflict and fight with others do so with specific goals and purposes in mind when using leadership. Eventually, psychological, institutional, and other tactics are used to inspire, involve, and satisfy followers to accomplish specific goals.
In the hospitality industry, certain management philosophies can be extremely important to attaining favourable staff results. The suggested theoretical model is tested using structural equation modelling (SEM) and data from 340 employees in Spanish hotels. It is based on emerging approaches to leadership (paradoxical, empowering, servant). Self-Determination Theory may help to explain the results, which indicate that paradoxical and empowering leadership philosophies have favourable connections with psychological empowerment. The absence of a correlation between servant leadership style and psychological empowerment defies expectations. This study also establishes a favourable correlation between engagement and servant and empowering leadership philosophies. The results further support earlier studies by showing psychological empowerment to be a definite antecedent of job engagement. There includes discussion of the implications for educators, researchers, and managers of hospitality services (Tourism Management, 2019).
When compared to other industries, the hospitality sector has a distinct culture. In this industry, where customer and employee interactions occur often, frontline staff members are essential to the provision of services (Terglav, Konečnik Ruzzier, & Kaše, 2016). Essential staff attitudes and behaviours determine the profitability of hospitality organisations (Úbeda-García, Claver Cortés, Marco-Lajara, & Zaragoza-Sáez, 2014). Contrary to popular belief, employees in the hotel industry commonly complain about inadequate compensation, overwork, emotional weariness, and occupational stress (Kim & Agrusa, 2011; Tongchaiprasit & Ariyabuddhiphongs, 2016). In actuality, these workplaces also have significant absence and turnover rates.
Furthermore, as Øgaard, Marnburg, and Larsen (2008) point out, most hotels adhere to the traditional model of centralized decision-making within rigid pyramidal organization charts. Hospitality organizations are typically described as highly hierarchical, with a predominance of traditional management styles. However, given the variety of unpredictable circumstances that might arise in this specific service industry, frontline staff members may struggle to promptly resolve issues and deliver superior customer care if they are not granted decision-making authority (Jha & Nair, 2008). Employees in the hospitality industry should have some liberty and discretion in providing services and in recovering them when needed to accommodate clients' varying requirements, wants, and expectations because every customer and every service experience is unique (Ro & Chen, 2011). For these and additional reasons, overseeing personnel in a unique challenge for managers (Bowen & Ford, 2002).
3. Conclusion
In order to deliver excellent service, hospitality employees frequently need to act quickly on the front lines. Because of this, poor service experiences may arise from customer-contact staff members' incapacity or unwillingness to react swiftly to service emergencies. In hospitality organisations, employee empowerment holds great potential as it gives workers the ability to make decisions that will lead to successful service recovery, which in turn will increase employee happiness and retention.
Every one of these leadership philosophies has advantages and disadvantages of its own, and the best-suited philosophies will rely on the aims, values, and culture of the company. It is imperative to acknowledge that proficient leadership in the hospitality sector necessitates the amalgamation of multiple leadership styles to cater to the heterogeneous demands of both staff and patrons (Butler, 2014).
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