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Introduction

Leadership in the hotel industry implies several actions as the leading factor for the successful organization, the self-achievement of guests' expectations, and a fruitful labour force. This essay aims to critically evaluate various leadership styles in the hospitality industry to use different leadership theories and identify trends in the use of this phenomenon through empirical evidence. 
Through the review of different leadership strategies and their relevance in the hospitality management case, this article hopes to be of great guiding light to people as they seek to learn how leadership contributes to an organization's success and enhancement of guest experience. Making use of wide-scale assessment will give an insight into what management ways can work in the constant hurly-burly of the industry and help the team members to overcome the challenges.
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The Different Approaches to Leadership and Their Effectiveness within the Hotel Industry

The attribute of leadership is a crucial one in the hotel industry as it is necessary for the prosperity of the organization, contentment of the customers as well as staff commitment. The Managerial Grid Theory is an important theoretical framework that has widely been used in studying leadership effectiveness One. This model, popularized in the 1960s, postulates that leadership behaviour can be plotted along two axes: emerging the dichotomy of ‘human against production’, we recognize the line of conflict that community development stands against (Dinibutun, 2020).
Essentially, service delivery is a cornerstone in the hotel industry where employee satisfaction is a top priority. This model puts this factor in a better context by balancing task orientation with employee welfare. While participants in the process of daily routine must be properly completed, leaders must pay attention to not only the aspect of employee effectiveness but also the well-being and motivation of the employees. For instance, the hotel manager seeking to manage people with the Managerial Grid Model may provide appropriate training together with continuous support and make sure high-quality control measures to satisfy guests (both reflecting high concern for people and production) (Foster and Gardner, 2022).
Nonetheless, the detractors of “The Managerial Grid” claim that the model represents the complexities of leadership in a simplified manner, especially the leadership dynamics that are influenced by industry practices such as those in the hotel sector (Marshall, 2022). One shortcoming is that the model could be overly simplistic, bringing about the failure to account for the situational factors that shape the effectiveness of leadership. 
The hospitality industry is a dynamic area where the influence of guest attitudes, market trends, and operation attributes can be changed immediately, hence the leaders in this industry must also be adaptable to these changes. The Managerial Grid proposed a plan that briefly may appear to be one-size-fits-all; however, it neglects to address the unique and complex nature of individual situations faced. In addition, the Managerial Grid may be debated on the grounds of its extremely simplified classification of leadership styles that are only based on two-dimensional levels. 
However, real leadership in the hotel industry relies on many factors and each layer like task orientation, people management, strategic vision, and adaptability has to be dealt with effectively. The Managerial Grid may constrain the leader's behaviour by categorizing all of them into predetermined classifications, whereas the real world is much more dynamic and multifaceted (Fischer and Sitkin, 2023).
The critiques raised of the Managerial Grid focus only on conceptualizing leadership styles and highlighting the importance of the task focus along with employee engagement. Therefore, they remain a valuable tool for the hotel industry. However, when used wisely and relations are simultaneously considered, this type of model can be useful in finding the way how hotel leader balances operational performance and job satisfaction of employees, which in turn leads to organizational success and guest care. Nevertheless, the leaders need to widen their knowledge by disclosing their findings in addition to insights gained from other leadership theories as well as empirical research to enable them to approach the hotel leadership theories cohesively and responsively (Lo et al., 2020).
Adair’s Action-Centred Leadership (ACL) presents a holistic framework for successful leadership, particularly within an industry where the hospitality environment is so dynamic and quickly changing (Daley, 2023). This model stresses the paramountcy of achieving a balance between fulfilling the mandates of a given task and acting within the team and as an individual. In this sense regarding hotels, teamwork, and individual empowerment are the life and soul of the hotel. Hence, the ACL model completely and individual enhancement is exemplified (Natil, 2022).
For instance, the assessment of task requirements may be focused on achieving the established operational targets with minimal expenditure of both time and resources. On a day-to-day basis, this would mean that the management of guest check-in and check-out processes, cleanliness standards, and the coordination of various departments to deliver a powerful guest experience is largely carried out by a hotel manager. The former leaders need to allocate these mentioned tasks at the same time as well as the overall organizational targets (Steiss, 2019).
Generally, collaboration is vital for tackling current problems. However, paying attention to team dynamics is important for the team to be interactive and supportive (Mattessich and Johnson, 2018). The hospitality industry is the greatest example where several employees from different backgrounds must deal with a common purpose (i.e. delivery of cohesive guest experience) as part of a multicultural team. Hence, effective teamwork plays a pivotal role in the smooth collaboration between such employees. Leaders are expected to build an atmosphere where cooperation, clear communication, and mutual respect exist to reach the levels of performance and customer service that are the hallmark of an organization's success (Blanchard, 2018).
On top of that, getting individual development as a centrepiece is crucial to cultivating talent and promoting an atmosphere of constant growth. Successful hotel managers cannot reach their objectives without enabling individual development and steering the endless devotion of their team members (Conley, 2017). It may be through training and providing mentorship, coaching, and recognizing such in individuals. By providing workers the tools they need to have self-mastery, leaders can increase satisfaction at work, motivation, and performance in general. Nevertheless, ensuring the success of the ACL approach is not just fundamental knowledge of its principles, it also takes discipline. 
It pivots on good communication and adaptability. On the other hand, successful leaders should be able to articulate their ideas well and able to effectively transmit the messages to avoid confusion, hence that tasks are well understood, and goals are aligned. Besides that, however, they must also be flexible, able to deal with and clarify matters in real-time, and to constantly adjust guest’s requirements (Tang, 2019).
McGregor's Theory X and Theory Y are at the same time like the two sides of a coin and they demonstrate the assumptions of human nature and management from different angles, offering views as to why the way leaders behave the way it does Bolden, (Gosling, and Hawkins, 2023). Theory X considers individuals including employees to be inherently unproductive and require strict supervision while Theory Y recommends them to be self-motivated toward self-direction (Johnson and Hackman, 2018). Workers at hotels are well known for their customer service on the frontline. 
They work closely with guests to see to their needs. In this respect, Category Y is more relevant than Theory X when it comes to management. Employee power to manage functions on their own could ensure job satisfaction, a greater level of involvement, and more loyal customers. Employees who are trusted and found to be respectful will do more than just meet guest expectations, they will also replace them (Kang, 2020).
Furthermore, some critics contend that Theory Y may tend to pay scant attention to complex the production of clear expectations and answerability. If autonomy and empowerment are a must for sure, they must be complemented with a framework of KPIs and objectives. Top executives in hotel management not only allow their staff but also impose the consequences on them, when necessary, which makes them more responsible than ordinary businesses (Machado et al., 2021).
In the end, Adair's ACL model, as well as McGregor's Theory X and Theory Y provide indispensable details that leaders should follow to demonstrate effective leadership successfully in the hotel industry. Through control of the project, team, and individual achievements, leaders can create an analogue for superiority and bring constant development into their organizations. Consequently, management can have employees empowered through delegating authority and helping managers in shaping their behaviours based on Theory Y principles which build on job' satisfaction, users' loyalty, and consequently organizational success. Even though, the role of a leader in this industry must also be considered as being quite dynamic and openhanded to new tasks and matters which affect the hospitality industry (Mohapatra and Sundaray, 2018).
In the hotel industry today, such diversity of leadership is manifested in a plurality of transformational and servant leadership styles considered to be the best managers' approach (Huertas-Valdivia, Gallego-Burín, and Lloréns-Montes, 2019). Transforming leaders are influencing and encouraging workers to the extent that they articulate an intangible mission statement and create a working environment for the employees to flourish and grow.
 In a hotel setting, for which guest contentment is of great significance, transformational leaders enable team members to frequently meet guest expectations and provide services in a high-quality way (Jeong, 2021). Through providing an atmosphere that evokes passion and commitment from employees, transformational leaders yield results and therefore improve the quality and guest service. Much like servant leaders put the needs of their team before themselves, servant leaders aim to foster and strengthen a unified working environment among their team members. In the hospitality industry, which employs millions of frontline workers who deliver crucial customer-facing services, servant leadership can serve as an effective leadership strategy. 
By taking charge of the employees and bringing about the notion that good treatment is of critical importance to employees, such managers create trust, loyalty, and commitment on the part of their subordinates. This further culminates in higher employee winds of praise which thereafter lead to less turnover as well as greater guest delight.
Aiming to discuss the strengths of the three leadership styles in application to the hotel industry with an example from Marriott International, Hilton Worldwide, and Four Seasons Hotels and Resorts (Moret, 2020). Let us take, for instance, the CEO 
Arne Sorenson of Marriott who was instrumental in transformational leadership during the pandemic of COVID-19. Sorenson's style of empathy and openness, in which he maintains constant communication with his team members and focuses much on their well-being, manifested this excellent and broad praise. Through emphasizing compassion and interaction during the difficult moment, Sorenson not only assisted his family but also enhanced the robustness state of the entire operation as well (Warner, et al., 2021).
Moreover, Hilton Worldwide also garnered a reputation for the servant leadership part of its program with the help of the leadership skills that its CEO, Christopher J. Nassetta, developed (Andi Kele, 2020). Nassetta's focus on fashioning an environment of care and civility which encompasses both guests and the staff, has contributed to the merit of Hilton as an employer in the hospitality industry. The emphasis on employee needs and connecting these with the community and stable work environment has become the top priorities that Hilton has been able to do to ensure excellent staff satisfaction and equally commendable guest experiences.
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Overall, the available evidence suggested that the demands of leadership in the hospitality sector call for a multipronged approach to effective understanding of organization dynamics, client expectations, and staff motivations. Leaders need to be aware of different leadership theories, ensure alignment of leadership approaches with a particular context, and subsequently create an atmosphere helping top performance, innovation, and guest delight. Nonetheless, respectful of this fact, the provision for enabling service excellence culture is the core of powerful hospitality’s leading. It is about employee involvement, engaging employees, and giving meaning to their work to ensure that such guests consistently receive desirable experiences. Finally, through devoting attention to service excellence and shaping the team into a group of individuals that have career development and well-being at the top of their focus, leaders can do more than just drive performance and efficiency of operations; they can make marked impressions that ensure the guests want to return again and again.
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