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Craig Poole- Hotel Manager


In regards to the first topic of the essay regarding the Blake and Mouton Managerial Grid several findings are analysed in the following paragraphs. Through the use of a management grid, Robert Blake and Jane Mouton in the 1960s offered a graphical depiction of the many leadership styles that were prevalent at the time. They based their idea on the research that had already been conducted by academics at these institutions. The Managerial or Leadership Grid is a tool that may be used to provide managers with assistance in assessing the leadership styles that they employ inside their own businesses (Mindapa, 2022). This practice is known as grid training. In order to achieve this objective, managers are provided with a questionnaire that, once completed, will aid them in identifying the extent to which they care about the productivity of the organization as well as the individuals that work there.
Craig Poole, who has been recognized as the AHLA’s General Manager of the Year, expounds upon his unique approach to enhancing hotel performance through community involvement and providing employment prospects to individuals who merit a second opportunity. The speaker highlights the significance of each employee’s dedication towards providing a superior customer experience (Benuyenah, 2021.). The likelihood of excelling in their roles is high for organizations that engage in effective recruitment practices and furnish their personnel with requisite resources and authority. Their service quality is exceptional and their ability to establish genuine connections with others is exemplary of excellence in service (Iqbal et al., 2015). Craig has devoted a considerable amount of time over the last 50 years to the hospitality sector, beginning his professional journey at the lowermost rung of the ladder and subsequently ascending to a variety of managerial and top-level executive roles (Srivastava et al., 2022).  Craig demonstrates outstanding leadership skills within the hospitality sector, as demonstrated by his numerous accolades and awards for his management of hotels. Currently, he occupies the role of General Manager at the DoubleTree by Hilton establishment situated in Reading, Pennsylvania. The person in question has received accolades for his accomplishments, including the Hilton CEO Light and Warmth Award and the 2017 Hotel GM of the Year Award for Small Scale Properties, bestowed by the American Hotel and Lodging Association (AHLA).
According to the characters of Craig Poole, it can be stated that he has Team Management (9,9) as his preferred style of management. According to the research of Blake and Mouton, the leadership style that is most likely to be effective is one that places a significant amount of focus not just on the activities at hand but also on the participants (Price et al., 2016). The concept Y that was established by McGregor serves as the basis for this style. The leader feels that the most essential components in developing an atmosphere favourable to cooperation are giving workers autonomy, devotion, trust, and respect. This, in turn, will lead to high levels of employee satisfaction and production. 
The Team Management method has been recognized as the form of leadership that achieves the greatest level of success in accordance with the Blake Mouton leadership paradigm. The above remark gives the impression that the leader exhibits a high degree of devotion towards their professional obligations and strives to achieve the best possible outcomes for their colleagues (Price et al., 2016). Managers who are proficient, also known as competent managers, display a strong devotion to the objectives and purpose of their firm. Leaders are those who are able to inspire and motivate others who follow them, so creating a culture that strives to achieve outcomes that are superior to those predicted and achieve great success (Nguyen et al., 2017). At the same time, they play the role of motivational figures who provide their respective groups with guidance and aid. People who are working under the direction of a team manager have a greater tendency to have a heightened feeling of self-esteem and perceived authority, which in turn creates a strong dedication towards accomplishing the objectives that they have set for themselves. The demands of the company in terms of output are given priority, but so is the health and happiness of the team members managed by those managers. 
This purpose is reached by establishing a common awareness of the organizational mission among the members of the team, and by including them in the process of determining the production requirements that must be met. When employees exhibit dedication to the success of the company and have a vested interest in its success, their personal needs and the business’s productivity objectives become compatible (Zbihlejová, 2018). Increasing levels of contentment and motivation, as well as producing exceptional achievements, may be accomplished by cultivating an atmosphere that is hospitable and kind. When people demonstrate a high degree of dedication and a vested interest in the success of the organization, their personal demands become consistent with the production requirements (Kuchynková, 2016). This is because the individuals have a vested interest in the company’s success. The achievement of exceptional levels of pleasure as well as motivation and outcomes are directly linked to the establishment of an atmosphere based on trust and respect. 
As was said before, there is a good chance that the managers of the teams adhere to the Theory Y paradigm of motivation. Following the establishment of Blake and Mouton’s framework almost half a century ago, the field of leadership theories has seen a number of significant advancements in the decades since then (Bashir et al., 2022.). It is generally accepted that the relevance of the situational setting in which leadership is practiced is a critical aspect that plays a role in deciding the strategy that will be taken to leadership. The concept of the Team Manager has experienced a change in a variety of circumstances, and as a result, it now incorporates the qualities of a "Transformational Leader."
Despite the fact that the Managerial Grid has the potential to be a useful framework for determining an individual’s underlying leadership style, it should not be regarded as an absolute reality. The Blake Mouton Grid is a diagnostic instrument that determines the extent to which a leader or management places a priority on task-oriented in comparison to their focus on people-oriented (Pavlovic, 2015). It finds five various combinations of these two qualities, and each of these combinations is connected with a different style of leadership. According to the model that has been provided, there is a significant possibility that an organization’s level of employee participation and productivity will be extraordinary in the event that the business sets a priority on both the welfare of its workers and the achievement of the outcomes that are planned.
	Using Adair’s ACL model, the following paragraphs describe the efficiency of managerial leadership.
The Action-Centred Leadership model, which was developed by John Adair, provides a simplified version of the framework that is necessary for effective leadership and management of teams. This paradigm is adaptable and may be used in a wide range of various organizational settings. The Action-Centred Leadership model is an easy approach to management and leadership that is simple to understand, simple to put into practice, and simple to adjust to each individual’s unique collection of circumstances (Ackah, 2019). Effective managers and leaders should have full command of the three fundamental domains that make up the Action-Centered Leadership paradigm, and they should be able to deploy each component in accordance with the circumstances that are now taking place. A capable manager or leader will have the ability to effectively carry out these obligations while also maintaining a degree of balance that is suitable to the situation (Kabonde, 2019). This skill leads to favourable results, improves the quality of work, bolsters the morale of the team, supports the development of the team, and contributes to an improvement in total productivity.
According to Adair’s theory, one of the most important aspects of successfully engaging people and influencing their behaviours is to have a complete understanding of the basic motivations that drive them to behave. This is one of the core tenets of Adair’s theory. The individual’s reasons for doing something are a crucial factor in determining their motivation, which may be defined as the impulse that drives people to do an action (Ross et al., 2021). Motives are defined as an individual’s underlying requirements or yearnings, which may emerge in a conscious, semi-conscious, or unconscious condition inside that person. According to The John Adair Handbook of Management and Leadership, it is stated that an individual’s motivations may be composed of a variety of elements, with many rationales circling around a primary purpose. This idea is consistent with the hypothesis that an individual’s drive may be influenced by both internal and external influences (Simons and Lomax, 2021). The body of research emphasizes the idea that an individual’s motivations may be traced back to a chain of events that served as causative factors. Adair puts a large amount of weight on the idea that self-motivation and being surrounded by stimulating surroundings are both desirable characteristics (Englehardt, 2019). The third vital component relates to the job of the leader, which calls for the individual in leadership to be completely self-motivated in order to fulfil their responsibilities effectively.
When one considers the quick and broad changes that have taken place in the nature of the labour market over the course of the last two decades, it is not surprising that Adair’s views have been met with resistance (Krumins, 2022). When they were first presented, Adair’s ideas were hailed as being very revolutionary, and the fundamental importance behind them, according to the perspectives of a great number of people, was in the contrast that they presented to the dominant Great Man beliefs of the time (Burnage, 2017). The aforementioned ideas postulated that people had an innate tendency toward leadership, which ruled out the possibility of enhancing one’s leadership capabilities via the use of education or experience. Because of his long-held beliefs, Adair has been the focus of opposition, with naysayers arguing that his strategy, which dates back to the 1960s, has outlived its usefulness and is now irrelevant.
One of the most fundamental problems with the Action-Centred Leadership model is that it doesn’t give enough weight to horizontal organizational structures, which are becoming increasingly seen as the most effective way to organize a business or other group (Homan et al., 2020). The Action-Centred Leadership approach has been criticized due to the perception that it is authoritarian in nature. This is because it is thought to be appropriate for a formal and inflexible military-like setting, but less applicable to contemporary workplaces where leadership is focused on driving change, enabling and empowering individuals, managing knowledge, and fostering innovation.
The Action-centred Leadership style is distinguished by the simplicity with which it may be implemented as well as its flexibility in different leadership contexts. The model consists of three separate steps, which are as follows: developing one’s core leadership abilities; prioritizing the three key areas of responsibility; and tailoring the model to one’s individual circumstances in order to best fit those circumstances (Anah et al., 2018). Increasing one’s effectiveness may be accomplished via the cultivation of interpersonal relationships, the promotion of skill development in others, and the practice of good judgment, all of which are elements that lead to increased efficacy (Ghanbari et al., 2017). Nevertheless, in the end, it is the acts that are carried out by both the leader and the leader’s team, as well as the consequences of those activities, that help to create a leader’s reputation as exceptional. Within the framework of efficient leadership, one of the most basic decision-making processes is identifying the right moment to launch an action and carrying it through.
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