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Introduction 
Leadership is very significant within the hotel industry since it determines the performance of the organisations, individuals and guests. This implies that leadership skills are very significant in the management of diversity, teams, working relationships, and coordination of services in a hotel. The objectives of this paper are to assess leadership theories and their relevance to the hotel business (Abu Nasra & Arar, 2020). It applies concepts from Blake and Mouton’s managerial grid, Adair’s action-centred leadership, and McGregor’s Theory X and Theory Y to demonstrate the applicability of these frameworks to hospitality organisations and real leadership practice. In the discussion, the effectiveness of these leadership roles will be compared with various managerial functions to be able to come up with a general concept of what it takes to be a good leader in a hotel.
Blake and Mouton’s Managerial Grid is a framework for understanding different leadership styles based on two dimensions: It is the altruistic orientation and the production orientation respectively according to Akanji et al. (2020). The grid identifies five distinct leadership styles: These are Impoverished Management which is characterised by low concern for people and production, Country Club Management which is characterised by high concern for people but low concern for production and Produce or Perish Management. Adair’s Action-Cantered Leadership (ACL) Model focuses on balancing three core areas: Due to this, the three categories of Task, Team and Individual will be discussed in this assignment. They make sure that work is done right and on schedule, the team is cohesive and motivated, and the need of every individual in the team is met (Al Amiri et al., 2020). This model is especially useful in the hotel industry, where the manager must manage many activities of the organisation, organise teamwork, and work with people of different ages and backgrounds. Thus, leaders can improve team performance and guarantee high levels of service quality and employee engagement in these three areas. Theory X and Theory Y developed by McGregor present two different approaches towards the motivation of employees and management (Al-Mariah et al., 2021). According to Theory X, workers are seen as demotivated, lazy, require close supervision and are only driven by their wages. This kind of attitude can result in a rather strict and regulated society. On the other hand, Theory Y assumes that employees are intrinsically motivated, have an inherent desire to work, and are motivated by such factors as the job itself, recognition, and personal growth. This method makes it easier to embrace democracy and teamwork in the workplace (Atasoy, 2020). Therefore, Theory Y is more popular in the hotel industry, as it helps to create a positive organisational climate and encourages employees to take the initiative, which is critical to providing high-quality customer service.
The following are benefits of the Blake and Mouton Managerial Grid. It can be useful for leaders to use this paradigm to evaluate their approach to management and gain insights into how to improve, especially in terms of both people and production. The Team Management style that involves high concern in both ways is most effective in the hospitality industry, especially for achieving employee morale and organisational performance (Boddy, 2014). However, there are some limitations of the model as well. It can be overly reductionist, ignoring contextual factors that might call for a more complex response. However, this may be a problem since leaders may not easily change between one style and another especially if they are used to one particular style. Adair’s Action-Cantered Leadership (ACL) Model is highly acclaimed due to its comprehensive approach to leadership (DeLay & Clark, 2020). By focusing on tasks, teams and individuals can see that it is a holistic and well-rounded approach to strategy. This is especially helpful in the management of hotels and other organisations that require their leaders to work on different aspects of operations while at the same time managing the employees and team. However, one disadvantage of the model is its complexity (Elkhwesky et al., 2022). To execute it properly, it is important to note that it calls for mastery of certain skills and an understanding of organisational dynamics, which may not be readily available to all leaders. Besides, the model supposes that each of the three areas can get equal attention; however, in a stressful environment, there might be a lot of urgent tasks that require attention. McGregor’s Theory X and Theory Y represent two distinct assumptions that shape the kind of motivation expected of employees and consequently affect the management style. In the context of Theory X management style that relies on strict control and orders, it can be useful in circumstances which demand tough measures and immediate outputs. Nonetheless, people often complain of a lack of motivation, increased turnover, and a toxic culture in the workplace (Gemeda & Lee, 2020). On the other hand, Theory Y assumes that employees are imaginative and creative and thus work best in a participative and democratic atmosphere, which enhances employee motivation, job satisfaction, and creativity. This approach is also appropriate for the hospitality industry where employees are expected to be proactive and customer orientated. However, Theory Y can be problematic to apply, especially in large organisations with multiple departments and teams where it may be hard to guarantee that all employees are self-directed and motivated. From the comparison of the two theories, it is possible to identify that each of them has its strengths and weaknesses and it relegates to the type of situation at hand (Guterres et al., 2020). Both Blake and Mouton’s grid and Adair’s ACL model also promote the balance in the leadership elements but the former is based on the dimension of people and production while the latter deals with tasks, teams and individuals. On the other hand, McGregor’s theories are concerned with the basic assumptions of motivation at work and therefore present a systemic model of how employees can be managed (Huynh & Hua, 2020). Theory Y fits very well with the organisational culture of the hotel industry as it embraces participation while Theory X may be acceptable in environments that demand compliance to rules and fast results. In conclusion, it is important to note that the applicability of each theory is relative to the organisation and the people within it.
When it comes to leadership in the hotel industry, there are democratic leadership, transformational leadership, and servant leadership (Jamali et al., 2022). Democratic leadership is a process which entails decision-making through consultation and participation whereby subordinates are empowered to own and implement decisions made. Transformational leaders can provide direction and encourage followership through visionary and charismatic leadership. Servant leaders focus on people and their work to enhance employees’ well-being to accomplish the goals of the organisations. These styles are desirable in hospitality due to certain features inherent in the industry (Jankelová & Joniaková, 2021). In the service delivery domain such as hotels where customer satisfaction is an essential factor, employee engagement and employee empowerment play vital roles. Democratic leadership encourages employees to work in groups as well as making them feel appreciated and committed to achieving great results. Transformational leadership fosters creativity and flexibility, which are crucial factors in an industry that experiences constant shifts to accommodate guests’ emerging needs. Servant leadership is rooted in understanding and helping others, which coincides with the notion of putting guests and employees first which is prevalent in the hospitality industry (Karim et al., 2022). These styles are beneficial in maintaining a healthy environment at the workplace, increasing employees’ morale, and consequently, improving the services offered to guests.
A good example of strong leadership within the hotel industry can be highlighted from Marriott International, which was formerly under the leadership of Arne Sorenson. During the time Sorenson was CEO at Marriott, the company focused on people and their job satisfaction, which was evident through the introduction of programs such as “Take Care” that aimed at improving the health of employees (Mullins & Dosser, 2013). Another accomplishment of Sorenson was to promote diversity and inclusion within the company, thus contributing to a more tolerant approach in the workplace. The following essay has depicted Marriott as an organisation that has adopted employee engagement as a form of leadership to coincide with the high performance of the company (Mullins, 2020). From the review, the subjects noted that Marriott has a high level of employee engagement and low employee turnover since the service provider emphasises the welfare of its employees, and training and thus provides excellent services to its clients. Besides, the company’s commitment to D&I has assisted in developing a more innovative and adaptable workforce to tackle various issues that are likely to occur in the present and future hospitality industry. Therefore, it is right to say that the leadership style of Marriott is a clear indication that leadership is key to the growth of the hotel industry (Saleem et al., 2020).
As such, leadership approaches are critical in the development of organisational culture, employee commitment, and thus, organisational performance in the hotel industry (Mullins, 2016). By using the middle-of-the-range and more participative approach to leadership, like democratic or transformational leadership styles, managers can engage the employees, work together, and improve the quality of the service. These approaches enhance the satisfaction and morale of employees and thus ensure that the guests are satisfied and loyal (Novak et al., 2020). Also, servant leadership puts a premium on employees, and how the organisations can better them and make the workplace an encouraging place for people to enhance their productivity. Hence, the effective leadership approaches that prevail in the hotel industry are instrumental in helping organisations accomplish the key functions of managerial leadership such as staff motivation, change management, and service delivery excellence, which are crucial in gaining a competitive advantage over other organisations in the hospitality business (Oruh et al., 2021).

Conclusion
In conclusion, it is to say that leadership can be deemed as the most crucial element that determines the successful development of the hotel industry (Pellegrini et al., 2020). By comparing and contrasting various leadership theories such as Blake and Mouton’s Managerial Grid, Adair’s Action-Centred Leadership Model, and McGregor’s Theory X and Theory Y, this paper has identified that each theory has its advantages and disadvantages (Purwanto, 2021). Among the most popular leadership styles that define the approach within the hospitality industry, democratic, transformational, and servant leadership are key for their focus on employees’ engagement, teamwork, and customers. These real-life examples include Marriott International where the leadership of Arne Sorenson has brought out the benefits of employee engagement (Purwanto, 2022). Thus, using the examples of the leadership approaches that should be adopted as well as the key functions of managerial leadership, namely, the motivation of employees and the provision of high-quality services, hotels can create a culture of excellence, engage employees, and, as a result, provide excellent service to guests and be prepared for the ongoing competition in the market (Rehman et al., 2020).
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