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Management is the systematic coordination, direction, and guidance of the collective actions of individuals within an organization to achieve its goals (Mullins, 2016). Managerial leadership has a crucial role in fulfilling the organisation's goals (Ugboro and Obeng, 2000). The following essay examines leadership approaches and evaluates their effectiveness within hotel management. The investigation's purpose is to critically assess several approaches to leadership and their efficiency within the hotel industry. The essay's structure includes a discussion of leadership theories; a comparison between these theories, including their advantages and disadvantages; a discussion of the preferred managerial styles in the hotel market; examples of leadership styles; and an investigation of the connection between the effectiveness of leadership tactics and the main purpose of managerial leadership.
In managing a business to achieve organisational goals, one person or a group is responsible for encouraging and coordinating the staff towards those specific goals. However, the managers fulfil four main functions, including planning, organising, leading, and controlling (Lloyd and Aho, 2020). Planning is the process of establishing goals, outlining tactics, and formulating strategies to successfully achieve those objectives, whereas organizing is the process of systematically organizing resources, tasks, and individuals in a well-structured manner in order to accomplish the goals established during the planning phase. Furthermore, leading entails providing direction and inspiration to people in order to drive them towards achieving the organisation's objectives, whereas controlling encompasses the activities of overseeing, assessing, and modifying as needed to ensure the attainment of objectives.
 
As defined by Yukl (2012), leadership is the act of persuading others to comprehend and concur with one another regarding the necessary actions and the most effective means to execute them, as well as facilitating the collaboration of both individuals and groups in pursuit of common goals. According to Yukl (2012, leadership is the process of exerting influence over others, transpiring within a group setting, achieving shared objectives by both leaders and their followers, and pursuing goals. Yukl posits that leadership is not an innate quality or attribute, but rather a transactional process between leaders and their followers. Furthermore, he emphasises the importance of effective communication and the ability to overcome leadership challenges. ​​
 	According to Algahtani (2014), management and leadership share a number of similarities and distinctions. Both require effective communication skills, the ability to influence and direct individuals or groups towards a common objective, problem-solving and decision-making capabilities, and the capacity to establish and maintain relationships. In contrast, leadership is characterised by its emphasis on vision and change, its long-term, broader outlook, its capacity to influence and empower, its capacity for transformation, its ability to inspire and vision, and its responsibility for overall success. Management, on the other hand, is more concerned with day-to-day operations, controls and plans, directs and coordinates, necessitates organizational and planning abilities, can be more transactional, and holds individuals accountable for particular duties (Camillus, 1986). ​
Martin and Edwards (2016) delineate Lewin's leadership styles, focusing on decision-making, as autocratic (authoritarian), democratic (participative), and laissez-faire (delegative). The autocratic (authoritarian) leadership style is characterised by a leader who unilaterally makes choices without seeking input from team members (De Hoogh et al., 2015). The leader possesses complete control and power over the process of making decisions. Rapid decision-making during stressful periods and stringent time constraints distinguishes this style. Nevertheless, it has the potential to inhibit creativity and generate animosity among team members. The democratic (participative) leadership style entails a leader who seeks input from team members and takes their suggestions into account (Amanchukwu et al., 2015); however, the ultimate decision-making authority rests with the leader. This approach fosters cooperation and engagement among team members. Team members perceive themselves as appreciated and included in the decision-making process, leading to improved job quality and increased dedication to achieving goals. Lastly, the laissez-faire (delegative) leadership style entails a leader who exerts minimal influence in the decision-making process and assigns tasks to team members (Chua et al., 2018). The leader grants team members autonomy to use their own judgement and assume accountability for the results. This approach encourages the development of analytical thinking skills and collaborative problem-solving within a group setting. Nonetheless, if team members lack high qualifications and effectiveness, it might result in a loss of control, escalated expenses, and an inability to achieve deadlines. Therefore, these various leadership styles have distinct impacts on the dynamics of a team and the success of a project (Martin and Edwards, 2016).
Craig Poole, the president of Reading Hospitality (Hospitality MD, 2023), exemplifies a democratic (participative) leadership approach. He actively solicits input from team members, carefully considers their proposals, and cultivates a spirit of collaboration and involvement among them. Poole's leadership style has improved the quality of work and increased commitment to attaining objectives, as team members feel valued and involved in the decision-making process.
Tabloids in the United States frequently acknowledged Leona Helmsley nicknamed "Queen of Mean," for her strict and autocratic leadership within the Helmsley hotel business (Fata, 2019). Unquestionably stringent in her administration of the company, the former real estate broker personally oversaw 23 hotels at the start of 1989. Despite Helmsley's frequently severe and unsympathetic demeanour, her rigorous and authoritative approach proved to be effective for Helmsley Hotels. Helmsley Hotels established a culture that demanded and consequently achieved excellent levels of service at all times by either chastising or immediately firing employees who performed below standard (Fata, 2019).
Cai et al. (2019) state that the Managerial Leadership Grid, created by Robert R. Blake and Jane S. Mouton, is a conceptual framework that classifies various leadership styles based on two factors: the level of concern for people and the level of concern for output. The Grid presents five distinct leadership styles: team style, country club style, produce-or-perish style, impoverished style, and compromise style. Managers who prioritise both employee well-being and production efficiency adopt a team-oriented approach. They foster a culture of collaboration and provide assistance to employees in order to enhance teamwork and maximise production. Managers who prioritize employee well-being but not productivity tend to adopt a country club management style. The work environment is characterised by a congenial and encouraging atmosphere; however, emphasis on productivity may not be paramount. Managers who prioritise productivity over people tend to follow a produce-or-perish approach. They put pressure on employees and exercise control over the work environment, prioritizing rules and authority over a nurturing atmosphere. Managers who have little regard for both their employees' well-being and production efficiency adopt an impoverished style. They prioritize problem prevention over employee assistance or the pursuit of innovative productivity methods. Managers who prioritise both people and output to a reasonable extent adopt a compromise style. This strategy offers partial assistance and achieves certain objectives, but falls short of reaching optimal levels in each aspect. The managerial leadership grid is a well-known paradigm that helps managers understand their own leadership style and evaluate the influence of their concern for people and production on their performance as leaders.
A team-oriented leadership style is highly beneficial in the hospitality sector, which largely relies on collaboration among multiple teams to deliver a seamless and high-quality customer experience (Les Roche, 2024). Team-oriented leaders prioritize their team, demonstrate dependability, thrive in communication, and take responsibility for the team's performance. Alain Kropf, the general manager of the Royal Savoy Hotel Lausanne in Switzerland, has implemented a collaborative approach that promotes horizontal communication across all levels of the organisation (Borzillo, 2023). The heads of departments back this initiative, which fosters staff empowerment and cultivates a sense of ownership over their respective functional domains.
Kopelman et al. (2008) explain that McGregor's X and Y Theory is a management theory that delineates two divergent assumptions regarding employee behaviour and motivation. Douglas McGregor introduced this concept in his 1960 book "The Human Side of Enterprise." According to Theory X, managers believe that employees have an inherent inclination towards laziness, a disdain for labour, and require close supervision and control. They presuppose that employees possess minimal desire, evade responsibility, and necessitate external motivation in the form of incentives and penalties to carry out their jobs. Managers who follow Theory X typically exhibit an authoritarian management style characterised by stringent regulations, excessive supervision, and a hierarchical approach. Conversely, Theory Y asserts that employees possess intrinsic motivation, find job satisfaction, and are dependable in taking responsibility for their tasks (MacGregor, 1960). Managers who follow Theory Y hold the belief that employees possess the ability to guide themselves, possess an inherent drive to accomplish objectives, and actively pursue personal improvement and advancement. The company promotes employee engagement and empowerment, as well as an environment that encourages creativity and innovation. The managers who follow Theory Y embrace a participatory management approach, which promotes a cooperative and encouraging work atmosphere. McGregor's X and Y Theory emphasises the significance of managerial assumptions and ideas regarding employees' motives and behaviours. It implies that managers' perceptions and treatment of their employees can have a substantial influence on their performance and job happiness. The theory also highlights the importance of managers embracing a humanistic and participatory management style, acknowledging the capabilities of employees, and offering them chances to contribute and develop (Kopelman et al., 2008). However, we must recognize that individuals may exhibit a blend of X and Y behaviours, shaped by factors like personal traits, work structure, and organisational culture. Contemporary management systems frequently integrate components from both theories, acknowledging the significance of adjusting management styles to individual and situational considerations (Kopelman et al., 2008).
Three intersecting circles form the foundation of Adair's Action-Centred Leadership (ACL) paradigm: task, team, and individual (Aldair, 1973). The model highlights that effective leadership entails accomplishing the job, establishing and sustaining the team, and fostering the growth of individuals. Adair (2002) asserts that these three demands are crucial for effective leadership, as individuals anticipate their leaders to facilitate the accomplishment of shared objectives, foster collaboration, and address individual needs. Adair's ACL model's advantages lie in its enduring nature and ability to operate autonomously, regardless of the specific circumstances or organizational culture. It assists leaders in identifying areas where they may be deviating from the group's genuine requirements or scenario. Adair identifies eight essential roles that leaders must execute and cultivate in order to complete the three components of leadership (task, team, and person) and attain success. Hence, leaders must articulate the task as a precise target that adheres to the SMART criteria, which stands for Specific, Measurable, Achievable, Realistic, and Time-Constrained. Leaders should engage in a process of exploration and consideration to identify other options and collaborate with others in a receptive, optimistic, and innovative manner. It is critical to anticipate and prepare for any unforeseen events, as well as to test the effectiveness of the prepared plans. Team briefing is crucial for establishing a conducive environment, fostering collaboration, and inspiring each team member. Leaders must possess self-discipline, efficient control systems, effective delegation, and monitoring abilities in order to achieve optimal outcomes with minimal resources. Leaders must engage in the process of evaluating by assessing the potential outcomes, appraising the performance of their team, providing feedback and training to individuals, and making judgements about people. Adair outlines six ideas for motivating others: personal motivation, selecting highly driven individuals, setting realistic and demanding goals, acknowledging that progress is a motivator, offering fair rewards, and providing acknowledgment. Leaders must demonstrate the ability to effectively organise themselves, their team, and the whole organisation, which includes establishing appropriate structures and processes (Zaccaro et al., 2001). To successfully lead change, one must have a distinct objective and a well-structured system. Leaders must exemplify behaviour that serves as a model for both individuals and the entire team. Demonstrating exemplary behaviour is of utmost importance, as negative behaviour tends to attract more attention than positive behaviour. Nevertheless, Adair's method has faced criticism, with detractors arguing that it is overly simplistic and lacks scholarly rigour. Some critiques contend that it is not relevant to the contemporary work environment, which prioritises the ability to initiate change, empower others, facilitate knowledge management, and promote creativity. Despite the criticisms, Adair's concepts remain effective and relevant in encouraging contemporary leaders (Middlehurst, 1993). 
In conclusion, the essay examined leadership approaches and assessed their effectiveness within hotel management. The investigation has critically assessed several approaches to leadership and their efficiency within the hotel industry.
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