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Management and leadership have a positive influence on organisational performance by providing advice, inspiration, delegation, and innovation (Shafiu, Manaf, and Muslim, 2019). An organisation employs management as a methodical and organised strategy to achieve its goals and objectives. The management ensures the performance of essential tasks with maximum efficiency and effectiveness by executing the appropriate actions. Managers are required to carry out four essential responsibilities in the management process: planning, organising, leading, and controlling (Lumen Learning, 2024). Conversely, leadership offers employees guidance and counsel, serving as a compass for their activities, fostering innovation, and motivating them to surpass their established goals (Shafiu, Manaf, and Muslim, 2019). In addition, leaders inspire and assign tasks to enhance staff productivity, and they intervene to manage challenging circumstances and uphold authority (Shafiu, Manaf, and Muslim, 2019). This essay aims to provide a critical evaluation of various leadership techniques and their efficacy in the hotel sector. This analysis scrutinises various leadership theories, emphasising their contrasting aspects and highlighting the preferred managerial styles in the hospitality industry. The essay examines specific cases within this market and seeks to establish a connection between the efficacy of leadership methods and the primary role of management leadership.
Mullins (2007) asserts that all types of organisations share a common trait: their members strive to achieve strategic goals, channelled and managed through structure, under the guidance and control of management. Furthermore, the organisational theory of Mintzberg (1980) explained that organisations involve five structural elements, including the strategic apex, middle line, operating core, technology, and support staff. According to Mintzberg (1980), direct supervision manages the strategic apex, which is the most significant part of the organisation. Similarly, Mullins (2007) argues that the five key elements of an organisation include top management, middle management, operational core, operational support, and organisational support. As a result, both theories emphasise the importance of management in coordinating and directing employees towards achieving organisational goals.
[bookmark: _Int_PuepfuuR]In the past century, there has been an increasing interest in the psychology of leadership. As a result, various leadership theories have been developed to explain the specific mechanisms and motivations that contribute to the formation of exceptional leaders (Cherry, 2022). Early talks on the psychology of leadership often suggested that these abilities were inherent traits that individuals possess from birth. In essence, these views proposed that certain persons inherently have leadership skills. Recent theories propose that possessing certain traits can enhance an individual's ability to become an effective leader, while also recognising the significance of experience and situational considerations. 
The Great Man Hypothesis, as proposed by Khan, Nawaz, and Khan (2016), is a leadership theory that asserts leaders possess innate heroic attributes that set them apart as exceptional leaders. According to this notion, only those who possess these exceptional qualities have the capacity to become leaders. In 1847, Thomas Carlyle proposed the notion that the deeds of exceptional individuals determine the course of world history. Carlyle posited that these exceptional people had amazing attributes that differentiated them from average people and empowered them to guide and exert influence over others. However, subsequent events and studies have questioned the reliability of the Great Man theory. Having heroic traits does not ensure individuals will become effective leaders. The theory neglects to acknowledge the significance of situational dynamics and the influence of followers in delineating leadership. Moreover, it overlooks the fact that leadership is a complex and multifaceted phenomenon, not solely dependent on an individual's personal traits. Therefore, despite its considerable influence on early leadership conceptions, the Great Man idea is now considered an invalid explanation for leadership effectiveness.
Manson (2011) asserts that Lord Charles Forte exemplifies the Great Man idea in the hotel industry. Over a span of fifty years, Lord Forte employed and taught numerous contemporary leaders in the sector. His remarkable energy, charisma, and authoritarian leadership style have become legendary (Manson, 2011). Additionally, Donald Sloane, the director of hospitality at Oxford Brookes University, concurs that the UK hotel business has conventionally adopted the 'great man' philosophy of leadership (Manson, 2011). However, he has observed a growing recognition of the significance of 'transformational' leadership in recent times. This type of leadership is dependent on effectively communicating a distinct and precise vision, inspiring colleagues to think innovatively and question established norms, and granting colleagues the authority and confidence to achieve desired outcomes (Anderson, 2017). According to him, this method promotes inspirational leadership that is based on respect rather than control (Manson, 2011).
[bookmark: _Int_5mAD5brd]Transactional leadership theory is a leadership style that focuses on the exchange of rewards and punishments between leaders and followers (Lai, 2011). The theory posits that individuals, driven by self-interest, strive to accomplish particular objectives in return for rewards or to evade penalties. Key characteristics of transactional leadership include contingent reward, management by exception (active and passive), and laissez-faire leadership (Judge and Piccolo, 2004). Transactional leadership is successful in circumstances where tasks are routine, well-defined, and demand compliance with specific procedures (Herrmann and Felfe, 2014). However, it may not be as efficient in conditions that demand creativity, innovation, or intrinsic motivation.
Rothfelder, Ottenbacher, and Harrington (2012) conducted a study that examined the impact of leadership on the level of job satisfaction among hotel employees in Germany. The study found a positive correlation between employee job satisfaction and transformational leadership, which involves clearly communicating a vision, leading by example, motivating and inspiring others, giving purpose to subordinates' work, and recognising their individual needs, abilities, and goals. The behaviour of contingent reward, which entails explicitly defining expectations, offering feedback, and using prizes or compliments to express appreciation for exceptional performance, also exhibited a robust positive correlation with employee job satisfaction. We discovered that passive management-by-exception, characterised by supervisors' reactive approach to addressing errors and their failure to proactively make decisions before crisis emerge, negatively impacts employee work satisfaction.
In 1939, Kurt Lewin categorised three leadership styles that relate to a leader's decision-making process (Leadership Success, 2024). The three Lewins leadership styles outline the degree of a leader's power in the decision-making process and their level of engagement with their team, encompassing autocratic, democratic, and laissez-faire styles.
Autocratic leadership is defined as leaders who have absolute authority and control over their subordinates (Ertureten, Cemalcilar, and Aycan, 2013). The leader assumes full authority in making choices, while the followers are obliged to comply with commands and carry them out without hesitation. This leadership style is appropriate for novice personnel or during crisis situations. However, you should use it sparingly because the limited input and autonomy it provides can negatively affect employee motivation over time.
[bookmark: _Int_HU0j7R6f]Democratic leadership, also known as participative leadership, is characterised by the leader actively engaging followers in the process of making decisions (Hunt and Fitzgerald, 2018). Frequently, the leader retains the authority to make the ultimate decision yet actively seeks feedback from group members to facilitate the decision-making process. Lewin's study indicates that this particular technique is the most efficient for enhancing group performance universally (Leadership Success, 2024). Nevertheless, the process of democratic decision-making can be time-consuming, which means it may not be the most efficient approach in a scenario that requires prompt action.
The laissez-faire leadership style, often known as delegative leadership, is characterised by a non-interventionist approach in which leaders entrust decision-making power to their followers and grant them significant autonomy in their job (Ahmed Iqbal et al., 2021). Only proficient and driven individuals who possess the ability to strategize, make informed choices, resolve issues, and accomplish tasks autonomously without managerial interference should employ this approach. Individuals with elevated levels of autonomy may find it highly inspiring, provided they possess the necessary skills and motivation to handle it. However, for individuals who require clear direction and guidance, high autonomy can have a detrimental effect on their performance.
A study in the hospitality sector (Fouad, 2019) found a moderate and positive correlation between leadership style and employee job satisfaction. Varying leadership styles can have distinct effects on employee work satisfaction. Employee job satisfaction inversely correlates with the authoritarian leadership style, while the transactional, transformational, and laissez-faire leadership styles positively influence employee job happiness (Fouad, 2019). Leaders who apply a blend of transactional and transformational leadership styles while abstaining from authoritarian methods are more likely to establish a favourable work environment that fosters employee job satisfaction. Employing a suitable leadership style can bolster employee work satisfaction and mitigate employee turnover in the hospitality sector (Fouad, 2019).
Additionally, Tracey and Hinkin (1994) argue that transformational leaders in the hospitality business are proactive and actively work towards creating good change within their organisations. They serve as a source of inspiration and motivation for their teams, encouraging them to reach higher levels of performance and cultivating a culture of innovation and ongoing enhancement. Transformational leaders in the hospitality industry tend to place a high importance on ensuring visitor pleasure, fostering the growth and development of employees, and promoting the overall growth and success of the organisation (Tracey and Hinkin, 1994).
Robert Blake and Jane Mouton developed the managerial grid model of leadership between 1958 and 1960 (Molloy, 1998). The managerial grid model of leadership is a paradigm that evaluates leadership styles by considering two dimensions: the level of concern for people and the level of concern for productivity. The system employs a grid that uses a horizontal axis to symbolise the level of consideration for individuals and a vertical axis to reflect the level of consideration for productivity. The concept classifies leaders into several styles according to their position on the grid, leaders are classified into several styles. The managerial grid model of leadership has several advantages, including its simplicity and ease of understanding, its ability to identify different leadership styles, and its promotion of balanced leadership. On the other hand, the model's disadvantages include an oversimplification of leadership, a lack of situational context, and limited predictive power (Molloy, 1998). The model's pros include providing a framework for self-reflection and facilitating discussions on leadership, whereas the model's cons include its neglect of other important leadership dimensions and its limited ability to address complex leadership challenges (Molloy, 1998).
[bookmark: _Int_ziDVMjtr]The managerial grid concept is applicable to several industries, including the hotel sector. A broad knowledge and comprehension of leadership principles can deduce the influence of the managerial grid in the hotel business (Ispas, 2010). Possible outcomes of implementing the managerial grid in the hospitality sector may encompass heightened staff contentment, elevated customer service, efficient team administration, amplified productivity, and the cultivation of leadership abilities. The impact of the management grid in the hospitality business can vary based on the organisational setting, leadership style, and individual qualities of the manager (Mullins, 2001).
The essay provided a critical evaluation of various leadership techniques and their efficacy in the hotel sector. This analysis scrutinised various leadership theories, emphasising their contrasting aspects and highlighting the preferred managerial styles in the hospitality industry. Moreover, the essay examined specific cases within this market and established a connection between the efficacy of leadership methods and the primary role of management leadership.
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