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Building a critique of Craig Poole, general manager of Doubletree by Hilton, using the Blake and Mouton Managerial Grid
Leadership styles may be broken down into five distinct categories based on how a manager or leader balances their focus on tasks and people using the Blake Mouton Grid (Mullins and Dosser, 2013). Management theorists Robert Blake and Jane Mouton created the Managerial Grid sometimes, called the Leadership Grid, in the early 1960s. Two aspects of behaviour form the basis of the model:
Firstly, a leader's concern for their team members is measured by how much they factor in their wants, interests, and potential growth while making decisions about how to get things done (Arnold 2005). Secondly, concern for Results refers to a leader's focus on achieving specific goals, maximising organisational effectiveness, and maximising output. A total of five leadership approaches are defined by Blake and Mouton Managerial Grid. 
The Blake and Mouton Managerial Grid is a paradigm for evaluating leaders along two axes: care for followers and focus on getting things done. 
Management of a Country Club with a Focus on the Members, Not the Profits: The manager's primary goal in this management style is to make the workplace a pleasant place to work for everyone. They value happiness and contentment of workers more than productivity and success. Human resources and hotel staff motivation are two areas where this tone might work well (Arnold, 2005). The manager of a Doubletree by Hilton hotel, for instance, is responsible for fostering a healthy work environment, looking out for the welfare of workers, and cultivating strong connections with all staff members. High levels of employee happiness may be attributed to the company's emphasis on learning opportunities, public acknowledgment, and a healthy work-life balance. 
Management on a team with a focus on both people and results: This is the quintessential method of leadership. The manager places equal importance on both workers and output. They try hard to make the office a pleasant place to be while simultaneously stressing the value of getting plenty done. This approach works well in management positions where it's important to keep both customers and workers happy.  As an illustration, the head of business at Doubletree by Hilton promotes a cooperative and encouraging work atmosphere that strives for both superior customer service and maximum productivity (Adair, 2009). They foster an environment where workers are motivated to work together towards shared goals, are given the tools they need to succeed, and are publicly acknowledged for their efforts. 
Management that doesn't care about its employees or its bottom line: The manager in this manner shows little concern for either the workers' happiness or the company's productivity. They may appear disinterested or unconcerned with the matters under their charge as leaders (Bloisi et al., 2007). This method is inefficient and can damage morale and productivity in the workplace.  Poor management at Doubletree by Hilton, for instance, might be indicative of a lack of care for either staff growth or efficiency. A disengaged and demotivated staff may be the result of a lack of leadership, assistance, and resources. 
Management based on obedience to established rules with an emphasis on output but not on workers: This approach prioritises productivity and efficiency over the health and happiness of its workers. Managers that embrace this approach often prioritise getting things done and achieving results. However, they may fail to address the issues and concerns of their staff, which can result in low morale and high turnover (Robbins et al., 2008).  An example of authority-compliance management in action would be a department head at Doubletree by Hilton who puts financial goals and operational efficiency ahead of staff morale. They could strictly implement regulations and processes without thinking about how it affects workers. 
Management that focuses almost equally on people and output is said to be "middle of the road.": This style is an attempt to strike a balance between priorities that are centred on productivity and those that are centred on people (Armstrong, 2008). The goal of this approach is for managers to find a balance between the pleasure of their employees and the productivity of their teams. With this technique, you have the ability to take a balanced approach, but it also has the potential to lead to mediocre outcomes and delayed progress. For example, a manager at Doubletree by Hilton who takes a moderate approach to management would want to make approximately half of the hotel's employees happy while still meeting all of the hotel's other commitments. This would require the manager to maintain a delicate balance between the many demands placed on him or her (Rollinson et al., 2008). Finding a solution that satisfies both the needs of the company and those of its workers is one of their top priorities, which is why they try to strike a balance between the two. 
It is important to keep in mind that various Doubletree by Hilton managers may exhibit differing degrees of each of these leadership styles, based on the circumstances, traits, and role-related demands of each individual. This is something that should be taken into consideration.
Craig Poole, manager of Doubletree by Hilton Hotel, needs particular information on his leadership style and behaviours to use the Blake and Mouton Managerial Grid:  Craig Poole's leadership style is Team Management -High care for people, High concern for productivity. His leadership style fits the grid: Craig Poole, manager of Doubletree by Hilton Hotel, prioritises staff well-being and commercial goals. He values a friendly, collaborative workplace that motivates and engages people. Craig knows that happy, motivated staff are more likely to provide excellent guest experiences, which boosts customer satisfaction and repeat business. Craig encourages workers to collaborate and share ideas. He makes sure everyone knows their jobs and gives them the resources and training they need. Craig gives the team direction by defining goals and expectations. Craig prioritises people, output, and efficiency. He collaborates with his team to optimise procedures, streamline workflows, and boost productivity without compromising employee or visitor well-being (Mullins, 2016). To guarantee the hotel's success, Craig monitors KPIs, guest feedback, and financial objectives.  Craig Poole's positive leadership style inspires staff to provide excellent service and strong operational performance. His focus on people and production makes Doubletree by Hilton Hotel profitable.


Adair's Action-Centred Leadership (ACL) model, based on Craig Poole's Leadership Style
John Adair, an esteemed theorist of leadership, created the Adair's Model of Action-Centered Leadership. Through its emphasis on three interrelated pillars task completion, team building, and individual growth, it offers a holistic and useful perspective on leadership (Mullins, 2016). The concept implies that successful leaders should distribute their focus and energy evenly across these three areas. 
Achieving the Task: The primary focus of Adair's framework is on completing the assigned work. It stresses the value of articulating one's desired outcomes in detail and developing specific strategies to bring those outcomes into being. Leaders are responsible for providing direction, setting clear expectations, and allocating resources effectively (Rollinson, 2008). They need to keep an eye on things, make adjustments as needed, and take full ownership of ensuring the job is done.  
Building and Maintaining the Team: The second part of Adair's approach addresses the importance of a strong team dynamic. A leader knows that the people working on a project are the key to its success. They are in charge of maintaining a productive atmosphere, setting team objectives, and encouraging open lines of communication (Robbins et al., 2008). Leaders are responsible for encouraging teamwork, fostering mutual support, and resolving any issues that may develop. Relationship building and encouraging teamwork are crucial for reaching the team's full potential. 
Developing Individuals: The third part of Adair's concept focuses on the growth of team members as individuals. Leaders that are truly effective know that the best way to ensure their team's long-term success is to invest in their personal and professional development. They aid others in developing their abilities and capabilities by giving them constructive criticism, direction, and encouragement. Each team member's strengths and development potential are highlighted by the leader. Leaders improve the efficiency of their teams by developing their members' unique skills and potentials.  The Adair Model of Action-Centred Leadership places special emphasis on the relationship between these three factors. Leaders must divide their time and energy fairly between the completion of the task at hand, the growth of the team as a whole, and the improvement of its individual members. Leaders may build an environment that encourages high performance, collaboration, and individual development by focusing on all three (Mullins, 2021).

Applying ACL on Double Tree by Hilton's general manager Craig Poole: Adair's Model of Action-Centred Leadership provides a good basis for effective leadership by concentrating on three key tenets: the completion of the work at hand, the cohesiveness of the team, and the development of the person. When we look at the situation through the lens of Craig Poole, the general manager of the Double Tree by Hilton, we can understand how this operates.
Achieving the Task: As the general manager of the Double Tree by Hilton, Craig Poole is accountable for the hotel's overall performance. Successful leaders, according to Adair's approach, must first be able to define the aim in a clear and concise manner. Craig is responsible for defining the goals of the hotel, which should include things like increasing earnings, making customers happier, and maintaining the same level of service at all times.  
Building and Maintaining the Team: As per the CEO of Double Tree by Hilton, it is his responsibility to ensure that the team is provided with all they require, including proper instruction and help, so that they can perform their duties effectively (Armstrong, 2012). By recognising individuals for their work and fostering an atmosphere that values collaboration, Craig will be able to build an effective team.  
Developing Individuals: The development of each individual member of the team is at the heart of Adair's strategy. As general manager, Craig Poole is in charge of ensuring that staff are provided opportunities to advance their careers. Because of this, it is vital to ensure that employees receive coaching and feedback on a regular basis. Craig is able to evaluate the capabilities of each member of the team, identify areas in which they may improve, and then develop training and development programmes to meet the identified gaps in performance (Mullins and Dosser, 2013). Through the provision of opportunities for training, mentoring, and career progression, he may assist his employees in the development of both their personal and professional lives. 
 Adair's Framework of Action Centred Leadership suggests that Double Tree by Hilton's general manager, Craig Poole, should prioritise task completion, team building, and employee growth. Craig will be able to lead the hotel successfully by establishing concrete goals, encouraging teamwork, and investing in the professional development of his personnel.
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