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1. Introduction
For the hotel industry, leadership is critical due to its service-oriented nature. Leadership in hotels is also important because they have such diverse staff requiring effective management. The way that leaders work can have a major impact on organizational culture and staff satisfaction, ultimately affecting the quality of customer service and firm performance Leaders also have to mediate complex interactions with employees and customers while working within tight ranges to keep costs down, yet all of the above can be expected in leadership positions since Leaders in the hospitality business are essential for success. 
This essay aims to critically examine the applicability and effectiveness of different leadership theories currently in use in the hotel industry. This will involve assessing traditional models as well as newer ones, underlining where they have strengths and weaknesses and isolating those approaches which prove most effective at managing personnel and operations in hotels. 
The theories to be discussed include the basic premise of Blake and Mouton's Managerial Grid, emphasizing a balance between tasks performed for their own sake (achievement-oriented) and working harmoniously with other (human relations); Adair's Action-Cantered Leadership, which looks at both team, task and individual needs (Adair, 1973); and McGregor’s X and Y Theory, which contrasts notions about employees' motivation and whether it has an impact on management style (McGregor, 1960). 



2. Theoretical Framework of Leadership
2.1 Blake and Mouton's Managerial Grid
It offers a framework for understanding leadership styles based on two dimensions: concern for people and concern for production Leaders are placed on a grid with axes between low-to-high people and production, although this maximum of concern or style has yet to be revealed. There are five major styles: Impoverished, Country Club, Middling, Task, and Team Leadership Overall, the Team Leadership style (supplies high scores for both dimensions) is considered an ideal model of sound management, suggesting that to be effective leaders should encourage a great deal of employee initiative and output (Blake and Mouton, 1964). This is particularly relevant to the hotel business. 
Leaders scoring high on both dimensions can manoeuvre well to maintain the tightrope of guest satisfaction and operational efficiency in the hotel industry, leading to superior service results and business performance than others who play loosely people what's happening all down one side.
2.2 Adair’s Action-Centred Leadership Model
John Adair's action centred teaching(ACL) model emphasizes three overlapping circles representing the core responsibilities of a leader: achieving the task, managing the group, and managing individuals (Adair 1973). This model is practical for the hospitality industry because it looks at the complicated dynamics of hotel operations where leaders must ensure that guest expectations are met (the task) while maintaining team cohesion and staff welfare.
The relevance of ACL in hotel management lies in its flexibility and freshness. The situations faced by hotel leaders often require them to move quickly from considering the needs of one element – task, group or individual–to focusing on another part of the whole picture based upon real-time developments. For instance: dealing with a guest's complaint (task), settling love among his staff (team) and finding help for a harassed worker (individual). Thus, Adair model offers at once an organized framework for handling things in this environment where decisions must be timely and setting priorities flexible.
2.3 McGregor’s Theory X and Y
McGregor set forth two different views of motivation and influence: the assumption behind the first being essentially pessimistic, while the other is optimistic. By Course Theory X When working in their own ways, or not at all, people tend to be lazy. To The Blue Streak Theory Y On the other hand, when people are self-motivated and enthusiastic about life they naturally seek responsibility and feel confident in trying their luck at anything. Accordingly, this corresponds to a form of control or management that is democratic and liberal --where workers have plenty of room for individual initiative, rather than being held back by one leader' s demands all along the line. 
As a result, the hotel industry has made major changes in its service delivery methods. If managers adopt a Theory X approach, then employees will find their work demotivated; this can lead to poor service delivery and high turnover rates. On the other hand, if managers adopt Theory Y they may create a more harmonious environment for their staff members', leading to increased job satisfaction and longer retention periods in turn as well as improved guest experiences Yang et. al., (2013)
3. Comparative Analysis of Leadership Theories
3.1 Strengths and Weaknesses
Comparative Strengths: The Managerial Grid also emphasizes balance, hinting that it is necessary for leaders to tackle both production and human needs simultaneously effectively.  This model has the merit of straightforwardness and simplicity. Leadership maps clear as water allow leaders to judge their own (Blake and Mouton, 1964).
Adair’s Action-Centred Leadership Theory performs well in actual practice across various leadership contexts. It helps leaders not only bring tasks to their conclusion but also cement team spirit and ensure the development of every individual--matters of unusual importance in a service-oriented environment like a hotel (Adair, 1973).
McGregor’s theory Y is particularly strong where creativity is valued and worker involvement meaningful. It encourages a participatory mood which views employees as responsible and enthusiastic. This in turn encourages employees to take greater initiative in managing themselves, become more involved with making decisions and so on (McGregor, 1960).
Comparative Weaknesses:  However, these models are not without their drawbacks. The Managerial Grid can too easily flatten the wide spectrum of human relations dynamics into a simple two-dimensional framework, ultimately leading mechanistic management wherein subtler aspects of organization culture may be neglected or hidden from view (Blake and Mouton, 1964).
Adair’s method, while flexible, may not give adequate guidance on setting priorities between tasks, team, and the needs of individuals at a time when all three demands are urgent, as they often are in fast-moving hotel environments (Adair, 1973).
Moreover, McGregor's Theory X theories, especially, have been attacked on the grounds that they reflect a somewhat outdated view of employee motivation. These might not accurately embody the real values and attitudes of present-day organizations which stress employee autonomy and self-direction; particularly not relevant to industries such as hospitality in where all initiative comes from employees themselves and every interaction with a customer coerces them into being responsible for it (McGregor, 1960).
3.2 Suitability in the Hospitality Sector
The different demands faced by specific organizations and their workforces make it that every leadership theory is suited to some purposes within modern hospitality management. The Managerial Grid emphasises the need to strike a balance between tasks and people, which is very much in tune with two basic requirements of hotels—efficient operation and good customer service. This model encourages leaders to strive for the most desirable combination– one which promotes both employee performance and satisfaction. (Blake& Mouton, 1964) In a hotel, team activity can change every moment as operations proceed and various difficulties begin to make themselves felt. So, the flexibility of ACL leader is lacking their possible equals. It allows leaders here to set standards for service quality and at the same time maintain a very supportive way (Adair, 1973) The participative management style of Theory Y is highly suited to the world of hospitality, where inventiveness, dedication and service to the customer are all-important. Encouraging hotel employees to take responsibility and directly engage in decision-making can produce fresh service innovations and a higher level of guest satisfaction, as befits the emphasis on excellent service in this industry (McGregor, 1960).

4. Managerial Styles Preferred in the Hospitality Industry
4.1 Overview of Managerial Styles
One of the problems in the hospitality industry is that how leaders act has a really big and direct impact on two altogether unrelated groups: the guests, who just want the best service possible; and your employees, who only want to be happy. Leadership styles in hospitality are many, but fall into several broad categories: authoritarian, transformational, transactional, and participatory (democratic). Each style has its moment and can be of use to some group.
When a crisis unfolds, be it the bursting of a bubble or unanticipated natural disaster, here is where the autocratic leadership style may prove less popular overall but superior anyway. Similarly in contrast, adopting institutionalize participation shifts power of decision-making back to the workers, and raises morale as well as productivity. Staff under a transformational leader will care little for details, only the big picture, while even regarding the success of the company as their success. Course this will add to motivation and morale, from which productivity can rise. For standardized and repetitious work typical of many hotel operations transactional leadership is a good fit. Transactional leadership focuses on clear frameworks, incentives, and punishments to guide the performance of staff (Bass & Bass, 2008).
4.2 Effectiveness of Participative Leadership
Participative leadership is particularly effective in the hospitality field, as it is service-oriented and therefore involves high levels of creativity and personal interaction. Here workers feel valued and can put forward their ideas, solving problems for an organization proves natural.
Case Studies and Research Results
· A study by Elkhwesky et. al., (2022) of the UK hotel industry found that participative leadership produced higher employee satisfaction levels and lower turnover. Those under this way of leading felt more in control and at one with their organization’s goals for such reasons, moved onwards in service delivery.
· Baum's (2006) research has similar findings in hotels: Participative leadership there corresponds in Great scores for guest satisfaction, repeat visits. The research suggests that if employees are involved in day-to-day operations and enjoy a degree of freedom, they would act in an even more friendly manner to customers--a key element for success in hospitality.
Another prominent example of participative leadership is Marriott International. The firm promotes a culture of inclusion and shared pride--a crucial factor to its success. Marriott has been repeatedly honoured for its outstanding work atmosphere, with employees who feel free to make suggestions and help manage both operations and strategy (Marquis & Tilcsik, 2013).

6. Linking Leadership to Managerial Functions
6.1 Planning and Organizing
Strategic planning and organizational processes within hotels can be much influenced by leadership styles. Transformational leaders, for example, are good at picturing(how to achieve) the future and (presenting) same to all their staff, something vital for strategic planning. They can inspire and motivate employees like no other type of leader. This aligns with planning at an advanced level (Bass & Riggio, 2006). By contrast, participative leaders help to bring their team members into the planning. In this way, the relevance and acceptance of strategic plans are enhanced. This effort of involving others increases diversity in thoughts and commitment of team members to corporate goals. This is vital in the dynamic hospitality field, where people must plan a fast, flexible strategy at every intersection of change (Yukl, 2010).
6.2 Leading and Controlling
It is possible that the leadership style adopted works itself out in how management controls operations and manages employee performance. For example, transactional leaders use a clear system of rewards and penalties `to manage the performance of staff members, 'which is suitable for making sure delivery consistency is service’s (Bass & Bass, 2008). In contrast, transformational leadership leads to self-motivation and self-regulation by employees. This reduces the need for strict controls. It also seems to allow more artistry and invention in guest services options (Bass & Riggio, 2006). This, in turn, can mean effective elevators of human performance. It is for this reason then that aligning personal goals with company objectives brings about better service outcomes and more productivity.

7. Conclusion
In the present study management grid, action-centred leadership and the writings of McGregor have been critically examined in the hotel business.
Water research and aquariums show how each theory has its pros and cons. But their success depends chiefly on how well they are adapted to work in the hotel industry. Comparative investigation shows the merit of hotel adaptive leadership.
Leaders in this industry need to balance operational efficiency and best quality service, changing their leadership style as the situation demands. Participatory leadership can stimulate employees to work with all their creativity and dedication, leading better customer satisfaction and business results.
Throughout the hospitality and hotel professional's industry everybody loves to talk about it. This view stresses the need for hotel managers and industry leaders to adapt in terms of both internal or external factors, so that they may successfully meet the challenges and opportunities the hospitality sector poses.
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