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Introduction
In the dynamic hospitality industry, proficient leadership is advantageous and imperative for organisational triumph. This essay examines three prominent leadership theories—Leader-Member Exchange (LMX), Goleman's Emotional Intelligence, and Kouzes and Posner's Leadership Practices Inventory (LPI)—to gain insight into their distinct contributions and limitations in the ever-evolving field of leadership. This discussion aims to analyse the effects of different leadership styles on essential managerial functions such as decision-making, motivation, and organisational culture. The goal is to demonstrate how these theories are relevant to the unique requirements and difficulties faced by the hospitality sector. This essay comprehensively explains how effective leadership can significantly improve operational efficiency, employee satisfaction, and customer service in hospitality settings. It accomplishes this by meticulously analysing each model, supported by practical examples and academic research.

Leader-member exchange (LMX) Theory examines the individual relationships between leaders and subordinates, with a focus on the differing levels of quality in these connections (Bauer & Green, 1996). LMX relationships of superior quality are distinguished by reciprocal trust, esteem, and commitment, resulting in enhanced communication and more proficient leadership (Erdogan & Bauer, 2015). This theory is unique because it emphasises the quality of individual interactions rather than a broad leadership style.
Effective leader-member exchange (LMX) in the hospitality industry can significantly improve operational efficiency and employee satisfaction. Chang et al. (2020) found that a strong LMX (leader-member exchange) relationship in hospitality settings directly impacts employee empowerment and organisational justice. These factors are essential in service-focused environments that demand adaptability and extensive customer interaction.
Nevertheless, the efficacy of LMX in the hospitality industry may be constrained by its dependence on the quality of individual relationships. Establishing high-quality exchanges with all members can be challenging in large or culturally diverse settings. Husain (2019) suggests that the personalised nature of LMX may not readily apply to larger teams, which could result in perceptions of favouritism and inequality.
Tom Pritzker's leadership style in overseeing the Hyatt Hotels Corporation demonstrates the successful implementation of the Leader-Member Exchange (LMX). Pritzker has cultivated close, uncomplicated connections with his executive team, enabling him to propel strategic initiatives effectively. This approach guarantees that managers are empowered to make decisions that align with the company's objectives while feeling supported and appreciated.
Constraints in Varied and Evolving Environments: The limitations of LMX theory are especially apparent in dynamic and diverse hospitality environments, where leaders are required to manage a wide-ranging and frequently changing workforce effectively. The theory may not sufficiently account for the rapid changes and diverse cultural contexts that define the global hospitality industry, which could lead to inconsistent effectiveness of leadership in different regions (Wang et al., 2017).
Goleman's Emotional Intelligence Theory encompasses five fundamental competencies crucial to effective leadership: self-awareness, self-regulation, motivation, empathy, and social skills (Goleman, 1996). These components are essential for effective leadership as they improve leaders' capacity to comprehend and control their own emotions and the emotions of others, promoting a productive and harmonious workplace environment (Goleman, 1998). Stoyanova-Bozhkova et al. (2020) argue that emotional skills are highly beneficial for leadership roles in the hospitality industry, where employee interaction and customer service are paramount.
Emotional Intelligence can significantly enhance service delivery and staff management in hospitality leadership, leading to numerous benefits. Leaders with high emotional intelligence effectively manage stress, boost team morale, and improve conflict resolution, which is crucial for the fast-paced hospitality industry (Avdimiotis, 2019). Moreover, leaders with empathy and strong social skills can establish a nurturing environment that boosts employee contentment and commitment, reducing employee turnover and increasing productivity (Minkova, 2020).
 Jim Abrahamson: Jim Abrahamson, the former CEO of Interstate Hotels & Resorts, demonstrated a leadership style that showcased emotional intelligence. His approach encompassed active listening, empathy, and a dedication to cultivating robust relationships within his team, resulting in a collaborative and innovative organisational culture. This approach enhanced employee engagement and propelled the company's growth and achievement during his term.
Although Emotional Intelligence has advantages, its implementation in the hospitality industry may face limitations, particularly in demanding environments. In such environments, high demands can exert pressure on even leaders who possess emotional intelligence, challenging their capacity to sustain patience and composure. Moreover, the varied emotional dynamics within large teams can challenge leaders to consistently and effectively apply emotional intelligence in all their interactions (Tyler, 2015).
The Five Practices, as identified by Kouzes and Posner's Leadership Practices Inventory (LPI) (Kouzes & Posner, 2003), encompass the following core principles of exemplary leadership: Modelling the Way, Inspiring a Shared Vision, Challenging the Process, Enabling Others to Act, and Encouraging the Heart. These practices provide a structure for leaders to cultivate exceptional performance and elicit optimal team results by establishing explicit values, envisioning the future, experimenting with novel approaches, fostering trust, and acknowledging contributions (Kouzes & Posner, 2022).
The LPI effectively promotes a favourable organisational culture within the hospitality industry. Leaders establish a benchmark for service within the organization by exemplifying behaviour consistent with the organisation's values. A study conducted by Crawford et al. (2014) indicates that incorporating LPI practices into hospitality leadership development programs substantially impacts service quality and operational efficiency, leading to long-term organisational success.
Under the guidance of Sébastien Bazin, AccorHotels has undergone significant changes that align with the principles of the LPI. Bazin's approach to 'Enable Others to Act' has been remarkable. He has granted hotel managers the authority to make decisions that effectively cater to their customers and local markets, thereby cultivating a culture of trust and accountability throughout the worldwide operations (Damaolao, 2022).
Implementing the LPI in worldwide hospitality operations poses numerous difficulties. Diverse cultural and operational contexts can diminish the effectiveness of standardised leadership practices. Emmanuel and Valley (2021) argue that although the LPI promotes universal leadership values, its implementation must be modified to account for local cultural nuances and business practices to ensure its effectiveness and relevance in diverse regions.
Leadership theories, such as Leader-Member Exchange (LMX), Goleman's Emotional Intelligence, and Kouzes and Posner's Leadership Practices Inventory (LPI), provide different methods for effectively managing and influencing teams in the hospitality industry. Each leadership approach possesses unique strengths and addresses specific aspects of leadership effectiveness. However, they all face limitations when implemented in the varied and ever-changing hospitality field.
LMX prioritises the quality of interactions between leaders and individual members, cultivating distinct connections that can improve trust and performance. Nevertheless, this dyadic approach may overlook the team's collective dynamics, which could result in the perception of favouritism (Erdogan & Bauer, 2015). On the other hand, Goleman's Emotional Intelligence focuses on the capacity of leaders to effectively control their own emotions and comprehend the feelings of others. This skill is vital in customer-centric sectors such as hospitality. This strategy promotes team unity and customer contentment, but it may be challenging in high-pressure scenarios where maintaining emotional control could become difficult (Stoyanova-Bozhkova et al., 2020).
The LPI by Kouzes and Posner advocates for five essential leadership practices aimed at motivating and enabling teams. This model is highly suitable for fostering a positive organisational culture by promoting consistent and exemplary conduct among leadership positions. Nevertheless, the organisation's standardised practices may not adequately accommodate the cultural diversity in its global operations, which could diminish its efficacy in international hospitality settings (Crawford et al., 2014).
The limitations of these theories frequently stem from their fundamental strengths. LMX's customised methodology, although successful in establishing personal connections, may encounter difficulties in expanding within large organisations due to the inherent challenge of maintaining consistent quality of interaction across all levels. Emotional intelligence necessitates ongoing self-control, which can be especially difficult in the high-speed hospitality industry, where rapid decision-making is frequently required in stressful situations. The structured practices offered by LPI offer explicit instructions for leadership conduct, yet they may not possess the adaptability necessary to handle specific circumstances in a global setting (Emmanuel & Valley, 2021).
The practical ramifications of these constraints are substantial in the hospitality industry, marked by frequent employee turnover, cultural diversity, and intense customer interactions. To succeed in this industry, leaders must integrate these theoretical approaches, adjusting their strategies to effectively oversee operations in various regions and cultural contexts while upholding exceptional service standards and employee satisfaction.
Leadership styles significantly impact important managerial functions in the hospitality industry, such as decision-making, motivation, and organizational culture. These impacts are crucial because they directly influence the operational success and strategic alignment of hospitality organisations with their overall objectives.
Leadership styles such as Transformational and Transactional leadership significantly impact managers' decision-making processes. Transformational leaders, renowned for their visionary approach, cultivate a conducive atmosphere that stimulates inventive decision-making by inspiring and motivating employees to surpass their anticipated level of performance (Hossny, 2019). In contrast, Transactional leaders prioritise the smooth execution of operations by implementing a system of incentives and consequences, encouraging decision-making that improves operational effectiveness (Huertas-Valdivia et al., 2019).
Leadership plays a crucial role in motivating employees. Goleman advocates that emotional intelligence is critical for comprehending and controlling emotions and increasing employee motivation and satisfaction by establishing a supportive work environment (Kara et al., 2013). In addition, the Leadership Practices Inventory by Kouzes and Posner strongly emphasises the importance of encouraging and recognising the efforts of team members. This approach fosters a sense of commitment and collaboration, ultimately boosting morale and motivation.
Leadership practices play a crucial role in shaping organisational culture. The Leader-Member Exchange (LMX) theory, which advocates for establishing trust-based relationships between leaders and followers, facilitates cultivating a culture characterised by mutual respect and loyalty (Hossny, 2019). Similarly, by implementing the leadership practices described by Kouzes and Posner, organisations can establish a transparent, inclusive, and engaging culture. This will help align employees' values with the organisation's (Crawford et al., 2014).
Efficient leadership guarantees that managerial actions and decisions are in harmony with the organisation's strategic objectives. Leaders who utilise LMX (Leader-Member Exchange) and Emotional Intelligence possess the skill to effectively synchronise individuals' personal goals with the organisation's overall goals. This results in improved performance and the successful attainment of strategic targets. These leadership styles are flexible and responsive to the ever-changing demands of the hospitality industry, leading to organisational success by enhancing service quality and customer satisfaction.
Conclusion
The investigation of LMX, Emotional Intelligence, and LPI in the hospitality industry highlights the intricate and varied nature of leadership effectiveness in this field. Every theory has distinct advantages that can significantly influence managerial functions and organisational culture. However, they also pose specific difficulties when implemented in a diverse global workforce. This analysis demonstrates that a singular leadership style is inadequate by itself. Instead, successful leadership in the hospitality industry necessitates a combination of approaches customised to each organisation's specific circumstances and cultures. Leaders in the hospitality industry must incorporate these theories into their strategies to effectively navigate the industry's complexities. They should create environments that prioritise employees' well-being, adapt to customers' needs, and align with the organisation's strategic goals. By employing adaptive leadership, hospitality organisations can flourish by providing outstanding service and attaining long-term success in a competitive market.
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