







Management & Organisational Behaviour
Student Name: Marina Branza
Student No: 2027760
Module:5004
Lecturers Name: Julia Ault

Table of Contents
Question 1	3
Question 2	7
References	10



[bookmark: _Toc135227771][bookmark: _Toc135694337]Question 1
“With reference to the Blake and Mouton Managerial Grid, construct a critical evaluation of Doubletree by Hilton (Reading Pennsylvania) General Manager Craig Poole, in terms of your identification of his preferred style of management.”
Craig Poole, the General Manager of the Year as awarded by the American Hotel & Lodging Association (AHLA), talks about how he improves hotel performance via community participation and how he gives employees second chances in the workplace. The importance of each individual worker’s participation in creating a remarkable experience for the client is emphasized (Cho et al., 2018). There is a higher probability of commercial success for companies that have efficient recruitment methods and provide employees with the latitude and tools necessary to do their tasks well. This gives these companies a competitive advantage in the market (Roy, 2019). They have an instinctive capacity to build true relationships with their clients, in addition to an extraordinary devotion to ensuring the pleasure of their customers. The majority of Craig’s professional life over the last half-century has been spent in the hospitality industry. He started off in the lowest possible position and has since worked his way up through a variety of management and executive positions (Garg et al., 2018).
The fact that Craig has been so successful as a hotel manager and that he has been honoured with a number of accolades is evidence of the fact that he has strong leadership abilities in the hospitality industry. It was only recently announced that he will be taking over as General Manager of the DoubleTree by Hilton in Reading, Pennsylvania. In 2017, he was honoured with both the Hotel General Manager of the Year Award for Small Scale Properties from the American Hotel and Lodging Association (AHLA), as well as the Light and Warmth Award from Hilton’s Chief Executive Officer.
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Figure 1: Managerial Grid
Craig Poole is a collaborative leader who takes a Team Management (9,9) stance, as seen by the attributes that he has in his character. The findings of the study conducted by Blake and Mouton indicate that the most successful leaders are those that put equal weight on the accomplishment of the organization’s objectives and the health and happiness of its workforce (Srivastava et al., 2022). The innovative Y idea developed by McGregor served as motivation for the creation of this look. The manager is of the opinion that the most significant things that can be done to encourage an environment of collaboration are those that aim to instill a sense of autonomy, loyalty, trust, and respect among the workforce. The consequence of this will be an enthusiastic and productive workforce.
Robert Blake and Jane Mouton were the first people to use management grids. They did so in the 1960s in order to visually illustrate the many leadership styles that were prevalent at the time (Mindapa, 2022). The findings of the study carried out at these universities served as the basis for their theory. The Managerial or Leadership Grid is a tool that allows managers to evaluate how well their leadership abilities are performing in the workplace. This evaluation may be done using the grid. After this is finished, the training on the grid may begin (Ross and Dixon, 2016). In order to achieve this goal, managers are given a survey to fill out, the results of which will indicate the degree to which they lay an emphasis on productivity in the workplace.
In order to achieve this goal, it is essential that all members of the team participate in developing the appropriate production standards and have a common understanding of the organization’s mission (Todăriţă, 2021). When workers show loyalty and have a keen interest in the organization’s success, their personal objectives and the firm’s productivity goals may align. It’s possible that happiness, motivation, and spectacular outcomes may all be improved by cultivating a warm and accepting atmosphere. When workers care deeply about the company’s success, their particular requirements coincide with those of the production procedure (Cai et al., 2019). This is due to the fact that everyone has an invested interest in the company’s success. Outstanding levels of fun, motivation, and success can only be achieved in an atmosphere based on trust and respect.
The Blake Mouton leadership paradigm suggests that the Team Management style is the most productive. A leader who makes a remark like the one above is likely highly dedicated to their job and eager to achieve the best possible outcomes for their team (Islam et al., 2022). Competent managers, also known as skilled managers, consistently demonstrate dedication to the organization’s stated mission and values. Leaders are individuals who can motivate others around them, creating an atmosphere in which people strive relentlessly to achieve outcomes that are exceptional.
They provide leadership and support within their communities by serving as examples to follow. When working under a strong leader, team members have a greater sense of self-worth and authority, which in turn drives them to work even harder to reach their objectives (Gallo et al., 2016). Managers are responsible for making sure the organization’s production requirements are fulfilled while also putting their teams’ needs first.
Despite its potential usefulness, the Managerial Grid should not be used at face value when trying to determine an individual’s innate leadership style. Self-reflection using the Blake Mouton Grid may illuminate the degree to which a leadership or management group prioritizes tasks above people (Alonzo, 2017). It singles out five variations on this topic, each of which is linked to a certain style of leadership. According to the offered model, a firm may anticipate amazing levels of involvement and production from its staff if it puts equal value on its workers’ well-being and the attainment of its objectives.
It has been suggested that the teams’ management is heavily influenced by the Theory Y paradigm. There have been numerous major shifts in leadership theory since Blake and Mouton’s model was first developed more than fifty years ago (Vidyakala, 2020). It is generally accepted that the setting in which leadership is performed is one of the most significant variables in influencing the leader’s approach. Several circumstances have caused the conventional job of Team Manager to expand to include that of a “Transformational Leader.”


[bookmark: _Toc135227772][bookmark: _Toc135694338]Question 2
“Using Adair’s model of Action Centred Leadership (ACL), based on links provided together with additional materials sourced individually, consider how effective Craig Poole may be within each of the three key functions of managerial leadership. Students should also look to discuss the relevance of these findings, utilising views, opinions and arguments from reputable sources.”
Adair believes that a comprehensive understanding of the fundamental motivations that drive individuals is essential to successfully interacting with them and influencing the actions that they engage in. The argument that Adair is trying to make is substantially dependent on this idea. One definition of motivation is “the impulse that drives people to do an action,” and the degree to which an individual’s reasons for doing something play a significant role in determining how this definition should be used (Ackah, 2019). Whether they are brought to the surface consciously, unconsciously, or not at all, an individual’s motives are the wants or needs that lie at their core. 
According to the John Adair Handbook of Management and Leadership, an individual’s reasons may be comprised of a number of different components, with a variety of justifications circling around a primary objective (Ross et al., 2021). This notion is consistent with the idea that influences both inside and outside of an individual may have an effect on their levels of motivation. According to the findings of several studies, it is often feasible to trace an individual’s motivations back to a sequence of events that occurred in their past. Adair is firmly of the opinion that it is to one’s advantage to both possess high levels of intrinsic drive and to be exposed to stimulating circumstances (Burnage, 2017). Third, in order to properly carry out their responsibilities, the leader is required to have a high level of self-motivation; this is a crucial component of the work.
A condensed form of the framework that is required for successfully leading and supervising groups of people is presented in John Adair’s Action-Centred Leadership model, which was created by Adair (Zuhroh et al., 2017). It is feasible to adjust this paradigm in such a way that it is applicable to a large variety of different business contexts. The Action-Centred Leadership model is an approach to management and leadership that is straightforward and easy to understand, put into practice, and modify in a short period of time to be appropriate for any circumstance that may arise. 
If a leader or manager is going to be successful in their position, they need to have a solid understanding of the three components that make up the Action-Centered Leadership paradigm, as well as the knowledge of when and how to employ each of those components (Anah et al., 2018). If you have a good manager or leader, they will be able to keep all of these balls in the air while maintaining control of the ship. If you have this ability, you will have better outcomes, produce higher-quality work, boost morale within the team, and experience overall growth and increased productivity as a consequence.
One of the most basic issues with the Action-Centered Leadership method is that it does not place enough emphasis on horizontal organizational structures. Horizontal organizational structures are becoming widely recognized as the most successful form in which to organize a business or other group (Manyuchi et al., 2020). The Action-Centred Leadership method has come under fire for the allegations that it promotes an authoritarian style of leadership. This is due to the widespread belief that it is more suited for a regulated military context than for contemporary enterprises, which put a higher priority on the capacity of leadership to inspire creativity, empower people, handle complicated information, and make essential changes (Kabonde, 2019). The reason for this view is because the military tends to be more structured than modern businesses.
It is not surprise that other people have disagreed with Adair’s beliefs given the enormous changes that have occurred in the character of the workforce over the course of the previous two decades. It was widely believed at the time that Adair’s beliefs were a dramatic break from the predominant Great Man tenets that were prevalent during that time period; hence, their presentation was welcomed with a great deal of excitement (Daley et al., 2023). The underlying assumption of these points of view was that everyone has a latent capacity for leadership; hence, they downplayed the significance of developing one’s leadership skills via education or experience. Adair’s long-held principles have been called into question, and some people believe that his technique, which was developed in the 1960s, is no longer applicable today.
The Action-Centered Leadership approach stands out as being especially straightforward to put into practice while also being adaptable enough to be used in a diverse assortment of settings. The tactic may be broken down into three distinct stages, which are as follows: honing one’s fundamentally excellent leadership skills; putting one’s top three areas of responsibility at the forefront of one’s attention; and adapting the model to one’s specific situation (Simons and Lomax, 2021). An individual’s degree of effectiveness may be increased in a number of ways, including by promoting the growth of the abilities of others, cultivating helpful connections with other people, and using sound judgment in all aspects of their lives. Nevertheless, in the end, the activities that are carried out by both the leader and the leader’s team, in addition to the results that those pursuits produce, are what contribute to the growth of a leader’s reputation as being exceptional. One of the key qualities of effective leadership is the ability to make a choice about whether or not to take action and then to follow through with that decision.
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