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An essay on the different approaches to leadership and their Effectiveness within the Hospitality Industry
Management and leadership are essential to achieving organisational success, each with separate but interrelated functions (Mullins, 2007). Management includes the activities of planning, organising, and regulating resources to accomplish specified goals. At the same time, leadership focuses on motivating and exerting influence over individuals to enable them to contribute successfully (Boddy, 2014). Effective leadership is crucial in the constantly evolving hospitality business, as it demonstrates the capacity to navigate teams through difficulties, encourage creativity, and guarantee outstanding client experiences (Mullins, 2001). Inspiring and directing people to accomplish shared objectives is critical to effective leadership in firm organisations. A great leader ensures everyone is on the same page, promotes creativity, and produces good results. Embracing change, making well-informed choices, and prioritising team growth are all parts of their game. Ultimately, vision, honesty, and the capacity to overcome obstacles are the hallmarks of effective leadership, which helps ensure the company's success and longevity. This essay evaluates many leadership styles, including transactional, autocratic, democratic, laissez-faire, Managerial Grid, Theory X and Y, and action-centred leadership, within the hospitality sector. It emphasises their influence on organisational functions and outcomes. Also, this essay highlights real-world examples of leadership styles in the hospitality industry.
Leadership research has focused on autocratic leadership, which comprises centralised decision-making and a hierarchical organisation with a leader-subordinate solid connection. Scholars have explained the leader's decision-making power in detail. Hassan et al. (2013) defines autocratic leaders as making decisions without consulting subordinates. It emphasises power dynamics and dominance in authoritarian leadership.
Authoritarian leadership is said to speed up decision-making, boosting productivity. Den Hartog et al. (2013) concluded that it provides clear direction and quick emergency response. However, critics highlight drawbacks. Autocratic leadership may make subordinates feel helpless, hindering innovation and inventiveness. It can also lead to staff dissatisfaction and attrition, hindering long-term efficiency.
Democratic leaders encourage teamwork, open communication, and shared decision-making. Recent literature praises this leadership style for improving organisational culture and staff engagement. Bass and Riggio (2006) state that democratic leaders create an inclusive workplace that values employee input, increasing job satisfaction and commitment. This interactive method encourages creativity and innovation by incorporating multiple perspectives.
Challenges remain. Democratic leadership may hinder decision-making, especially in time-sensitive situations, say critics. Consensus can be difficult, causing disagreements and compromise. Hassan et al. (2013) emphasises the necessity of leaders' ability to balance democratic procedures with authoritative decision-making for efficiency.
Gooty et al. (2009) found that democratic leadership improves worker satisfaction and psychological autonomy. Leadership must adapt to context, using democratic principles when teamwork and employee involvement are crucial, according to the research.
Laissez-faire leadership allows employees to make decisions without much supervision. Contemporary literature illuminates this leadership style's pros and cons. Laissez-faire leadership promotes employee autonomy and self-motivation, according to proponents. Empowering employees to own their work increases job happiness and innovation, according to Den Hartog and Belschak (2012). Laissez-faire leaders trust and appreciate their team members' skills, creating a healthy work atmosphere.
Critics point out the downsides. Bass and Riggio (2006) and Pearce and Sims (2002) found that laissez-faire leadership may cause confusion and lack of direction, especially in critical situations. With systematic guidance, team productivity and coordination might improve. It was also found that contextual factors affect the efficacy of laissez-faire leadership, indicating that it may be appropriate in specific contexts but not all.
Douglas McGregor introduced Theory X and Y, two leadership concepts for staff motivation and management. Recent work examines these styles' pros and cons. Traditional, authoritarian Theory X assumes that people despise work, need rigorous control, and are driven by external rewards or penalties. Contemporary researchers like Latham and Pinder (2005) argue that this method may lower staff morale, creativity, and dedication, creating a poor organisational culture.
Theory Y shows more participatory and modern leadership. The assumption is that workers are self-motivated, responsible, and satisfied with their employment. It was found that Theory Y leadership improves worker engagement, satisfaction with work, and well-being. It promotes innovation and a positive workplace.
Critics say following either paradigm too strictly simplifies leadership tactics. According to McGregor Lussier and Achua (2022), a balanced approach combining X and Y may be more beneficial.
The Managerial Grid, devised by Blake and Mouton, classifies leadership styles by plotting them on a grid with two dimensions: the degree of emphasis on people and productivity. Contemporary research analyses the Managerial Grid and its ramifications, providing valuable perspectives on the advantages and disadvantages of various leadership approaches. The grid categorises leadership styles into five distinct categories: 
Impoverished Leader: A negligent leader who engages subordinates little and uses this approach to safeguard their position, leading to chaotic work, unhappiness, and lack of unity. Authoritarian Leader: A leader who views employees as an instrument to a purpose, enforces tight rules and discipline and ignores worker requirements for productivity. Country Club Leader: A manager who prioritises team members over production, relies on employee satisfaction to boost productivity, struggles to enforce discipline, and fosters a casual, friend-like connection with workers (Vidyakala, 2020). Middle-of-the-Road Leader: A careful leader who balances people and production, often compromising and meeting employee requirements and organisational objectives only partially, leading to mediocre output and satisfaction. Team Leader: An encouraging leader who values people and tasks fairly, fosters trust, respect, and dedication, and believes that high staff satisfaction increases production, aligning with Theory Y and the most effective administrative style (Vidyakala, 2020).
Northouse's (2021) research emphasises the ongoing significance of the Managerial Grid in comprehending leadership behaviours. The Team Leader style, which strongly emphasises individuals' well-being and achieving goals, is frequently commended for fostering a harmonious and efficient work setting.
Nevertheless, many contend that the Managerial Grid overgeneralises the intricacies of leadership. Chemers (2014) argued that the grid needs to be more specific and accurately represent the ever-changing aspects of leadership. Moreover, strict devotion to a singular leadership style might only be appropriate in some circumstances, underscoring the importance of adaptability.
A study by Yukl (2012) highlighted that situational elements play a crucial role in determining the efficacy of leadership styles. The research suggests that leaders should adjust their behaviours according to organisational context and aims.
John Adair's Action-Centred Leadership model emphasises the need to effectively manage three essential components: accomplishing the goal, fostering team cohesion, and nurturing individual growth and motivation. Contemporary literature examines the consequences of this particular leadership style, providing valuable perspectives on its benefits and drawbacks.
Adair's concept is widely regarded as pertinent and pragmatic in diverse organisational settings. John Eric Adair (2009) highlights the flexibility of Action-Centred Leadership in dealing with changing difficulties. It offers leaders a structure to handle intricate and shifting tasks while prioritising team dynamics and individual development.
Nevertheless, detractors contend that the paradigm may oversimplify the intricacies of leadership. According to Bolden and Gosling (2006), certain studies argue that the three-pronged focus may need to sufficiently encompass the complex character of leadership in modern organisations. Moreover, prioritising work completion can also result in a disregard for interpersonal connections.
According to a study by Bolden (2011), effective leadership requires a skilful combination of people-oriented and task-oriented behaviours that adapt to different situations. Consequently, leaders must effectively manage the three components of Adair's model, considering the unique requirements of each situation.
Transactional leadership uses rewards and punishments to motivate followers. Contemporary literature examines this leadership style's pros and cons.
Transactional leadership advocates say it provides clear expectations and accountability. According to Judge and Piccolo (2004), this method may help businesses achieve immediate goals and maintain discipline. Transactional leaders use contingent rewards to motivate followers, linking performance to rewards and potentially improving production.
However, critics note the drawbacks. Transactional leadership can impair creativity and inner desire, according to Avolio et al. (2009). Putting too much emphasis on external rewards might lead to a focus on rules rather than dedication, which could hinder an organisation's long-term success.
Recent studies by Wang et al. (2014) stress the importance of well-rounded leadership. Transactional and transformational leadership are combined in this strategy. Integration is essential for modern businesses to handle their ever-changing challenges.
Leadership styles commonly observed in the hotel businesses include transformational, servant, and democratic leadership. The Ritz-Carlton, London, in the UK, uses transformational leadership to create a quality culture that improves tourist experiences and workforce morale (The Ritz-Carlton, 2019). Premier Inn prioritises employee well-being and development through servant leadership. This creates a positive work environment, improving service and visitor satisfaction. Hilton Hotels in the UK prioritises transactional leadership with well-defined tasks and performance-based rewards to ensure efficient operations, consistent service quality, and responsibility (Hilton Hotel, 2023). This strategy ensures a steady supply of services, excellent customer happiness, and operational efficiency in the highly competitive hospitality market, helping Hilton grow.
Arne Sorenson, the deceased CEO of Marriott International, was a renowned and influential figure in the hospitality business, known for his transactional leadership style. Sorenson, known for his explicit standards and focus on responsibility, employed contingent rewards to incentivise and enhance performance. Sorenson's focus on well-defined responsibilities, measurable performance indicators, and strict adherence to established protocols aligns with transactional leadership, which prioritises organised interactions to accomplish organisational objectives. This firm and commanding leadership style was influential in guiding Marriott through ever-changing industry hurdles and accomplishing immediate commercial goals (Bill Marriott, 2013).
The efficacy of various leadership methods, such as transactional, autocratic, democratic, laissez-faire, Managerial Grid, Theory X and Y, and Action-Centred Leadership (ACL), can be associated with essential functions of managerial leadership, as corroborated by current studies.
Transactional leadership, characterised by its focus on providing rewards based on performance and setting clear expectations, is considered beneficial in achieving task completion and upholding organisational structure. It aligns with the managerial task of planning and organising, offering a well-organised framework to accomplish immediate objectives (Judge & Piccolo, 2004).
Autocratic leadership, which involves a hierarchical decision-making process, can be advantageous in situations that need prompt decisions, hence relating it to the organising role. During times of crisis, authoritarian leaders can give explicit instructions, which leads to swift action and efficient coordination (Yukl, 2002).
Democratic leadership, which encourages cooperation and employee engagement, is linked to effectively executing managerial and supervisory functions (Northouse, 2018). Democratic leaders bolster organisational success by fostering commitment and cooperation by involving employees in decision-making processes (Deci et al., 2017).
The laissez-faire leadership style, which grants subordinates autonomy, is associated with organising and leading functions. It promotes personal drive and originality, enhancing new ideas and the ability to adjust to new circumstances (Den Hartog et al., 2013). The Managerial Grid, which emphasises task orientation, people perspective, and individual development, is compatible with leading and controlling functions. The technique outlined in Vidyakala's (2020) work offers a thorough method for effectively managing organisational tasks, team relationships, and individual development.
The leadership styles of Theory X and Y are linked to the functions of organising, leading, and controlling. Theory X, which prioritises control and external motivation, aligns with the principles of organising and exerting control to ensure compliance (Mullins, 2019). Theory Y, which emphasises intrinsic motivation and employee growth, is significant in effective leadership by promoting commitment (Latham & Pinder, 2005).
Action-centred leadership is a leadership approach that focuses on achieving tasks, building teams, and developing individuals. It combines the roles of planning, organising, leading, and controlling. It highlights the importance of adapting and aligning with the ever-changing character of modern organisations.
Contemporary literature highlights the need for leaders to adopt a situational approach, which involves incorporating different leadership styles depending on the specific organisational circumstances (Yukl, 2012). Successful managerial leadership necessitates adaptability, wherein leaders modify their approach to suit the unique requirements of various scenarios, guaranteeing the most favourable organisational results (Bass and Riggio, 2006).
The analysis of many leadership styles, including transactional, democratic, and others, highlights the intricate nature of successful leadership in the hospitality sector. Understanding the importance of various approaches in specific situations is essential. The combination of transactional components, democratic inclusiveness, and adaptive tactics, as demonstrated by industry pioneers, is crucial. The main point is that leaders must effectively handle changing difficulties, balance focusing on tasks and people, and demonstrate adaptability. Leadership in the hospitality industry is viewed as a complex combination of several styles, with a strong focus on adaptability to achieve long-term success in this dynamic and constantly changing business.
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