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The Moulton & Blake Managerial Grid
The Blake and Mouton management grid compares the leader's or manager's focus on people to that on tasks. It also specifies five distinct permutations of these characteristics and the resulting leadership approaches. Here are the two foundational behavioral approaches used by the grid. When deciding how to carry out a task, a leader's concern for people indicates how much they care about their team members' development, passions, and requirements. The second paradigm of behavior emphasizes the importance of results (Damayanti, 2017). It is the extent to which a leader prioritizes the achievement of high levels of productivity, organizational efficiency, and clearly defined objectives while devising a plan for carrying out that plan. This critique of Hilton Pennsylvania General Manager Craig Poole's management style is based on observations made throughout the course of his tenure in that position.
Manager Craig Poole's management style is ineffective. He cares nothing about the results or the other team members. Craig Poole doesn't have much regard for how well designed procedures can get the job done. People used to pay to have their weddings performed at the Hilton before he became the manager. According to All Documentary, since Craig Poole took over as leader seven months ago, a number of negative comments from guests and staff have emerged (Graham, 2001). Poor management, as stated by Pawar is directly correlated with an organization's lackluster output. Complaints have been lodged about the quality of care provided and the results obtained. The mother of the bride made a reservation for room 220, the only sea-facing balcony suite at the hotel, a year earlier, only to find that it was already taken by another couple who refused to move.
Manager Craig Poole reacts negatively to the news and insists he had nothing to do with it. Before he was hired as manager, the woman made the reservation. He explains that they use a book and different colored pens to make the booking the old-fashioned way. Manual management approaches are not optimal since them because many issues for businesses, say Boon, Den Hartog, and Lepak (Graham, 2021). Hilton made a mistake when they let Mr. and Mrs. Philips into room 220 without first double-checking the guest register.
The bride, Faye, too has a lot of problems and regrets having her wedding at the hotel. The first reason her temper is so short is because her mom never got the hotel room she'd rented a year ago. Second, Faye is under the impression that the hotel does not seem the same as she remembered it. Third, Craig Poole, the manager, does not think it's a good idea to play music, despite the wishes of the bride-to-be (Wood, 2020). Lastly, Faye does not want wedding planner Philip there at her big day since she views him as unstable. Philip, however, reveals that the hotel administration has mandated all the adjustments to which he has been warning the future wife. As a result of these issues, the Hilton is now widely regarded as one of the worst locations for weddings.
Manager Craig Poole is also uncaring with his employees. According to Zbihlejova, Frankovsky, and Birknerova (2018, p. 343), a poor manager isn't going to put in the effort to create a positive work environment. This is the situation at Hilton because upper management treats employees rudely and doesn't encourage them to improve the hotel's offerings. The hotel's wedding planner, for example, has been employed there since before Craig Poole took over as manager. The manager has said that he will eventually replace Philip in that position (Dowell, 2018). The wedding planner was so offended by the secretary's behavior that he sent her a resignation letter. When Craig Poole learned that Philip had resigned, he told the reservation manager, Alison, the news with great enthusiasm. While Offergelt et al. (2019, p. 821) assert that a leader should be accessible to all team members and help them develop personally and professionally, hotel manager Craig Poole is being reckless with his employees.
Christian, Faye's assistant manager, steps in to take over wedding planning when the wedding planner leaves. He has to make rounds around the hotel to make sure everything is operating normally, but the management hasn't given him any assistance. Christian makes it happen despite Craig Poole's resistance when he tries to tell him that the bride-to-be wants music during the wedding. Negativity, discontent, and chaos are typical results of ineffective leadership. The couple could have been quite dissatisfied if the deputy manager hadn't played the music at their request.
Hotel manager Craig Poole doesn't care much about the establishment's quality. Poor management occurs when a leader makes just the barest of attempts to develop rapport with subordinates and rally them to complete an assignment. In this case, the manager could not care less about the work his employees are doing so long as it is done to his specifications. He does not serve as a source of motivation, insight, or practical judgment for the other hotel employees. Craig Poole does not encourage teamwork, as seen by the fact that he has his workers work alone while constantly monitoring and criticizing their performance (Rollinson, 2018). According to Klç and Günsel CEOs that use a poor management style do not give a damn about any aspect of their businesses. Craig Poole, the hotel's manager, seldom frets about how things get done since it is his job to bring everyone under control and make sure everything goes according to plan once he gives the go-ahead.
In conclusion, Craig Poole, the general manager of the Hilton, practices sloppy leadership. He cares just somewhat about setting up efficient systems that let the hotel staff do their tasks well. His management style is counterproductive since it has increased tension, dissatisfaction, and disorder. Hilton was once the go-to place for weddings, but that has changed under his management. This problem arises because the organization's services are subpar; the hotel's management does not provide sufficient motivation for the rest of the personnel to restore its former glory.
Leadership expert John Adair first released his Action-Centered Leadership model in 1973, and it has since been widely used. This resource highlights the most important tasks for effective team leadership. The emphasis is on the three essential elements of leadership: the work at hand, the group, and the individual. To begin, a task is the work that a leader does to accomplish a goal. Second, the concept's team element includes a leader's actions at the level of the group, which are geared at improving group cohesion and productive cooperation (Damayanti, 2017). Finally, individual tasks are those that cater to the needs of each team member individually. Without the other two, one cannot exist. When the mission is completed, the team bonds closer together and everyone gets a sense of success. If the team's needs and wants aren't addressed, it will have a negative impact on morale and productivity. When people's needs aren't addressed, they have less incentive to contribute to the team's success. The following assessments were made of Craig Poole's performance in the three most crucial facets of management leadership during his time as general manager of the Hilton in Pennsylvania.
First of all, a task is a goal that can't be achieved by an individual worker without assistance from others in the company. Following the steps of Adair's Action-Centered Leadership approach, hotel manager Craig Poole may provide his team strategic direction. At the outset, Craig Poole was responsible for defining the team's overarching mission and vision. Craig Poole failed to take the necessary precautions to ensure the smooth running of the wedding by not calling a meeting of his team members in advance of the big day (Dowell, 2018). If the manager and his team had foreseen these difficulties, they might have prepared for them. Craig Poole's team failed to provide quality work because they lacked focus and direction.
Second, Craig Poole should have established criteria for timely delivery of high-quality work and specified reporting needs. Uncertainty and disorder arise often because the boss has no goals to work toward. For instance, the reservation made by the bride's mom a year ago was cancelled. Third, Craig Poole should have taken precautions to prevent and control potential threats inside the designated areas. It's possible that the hotel foresaw potential issues as the wedding ceremony was set to take place in the hotel garden. Craig Poole has highlighted the importance of systems, processes, equipment, resources, and human capital. Craig Poole ordered the tent and seating to be set up. The manager made sure there were enough pots and pans by inspecting the kitchen.
Second, the manager may have fostered team success by maintaining and promoting group ideas and cohesiveness. Adair based his approach for boosting team efficiency and engagement on an understanding of what motivates team members, as stated by Ross, Koneri, and Stansell (2021), on page 403. All season long, it's obvious that Craig Poole's tenure as team manager was a failure (Graham, 2001). The items listed below are ones he should have taken care of but didn't. The manager must first establish standards for the behavior and performance of his team. He failed to do so, and confusion ensued throughout the hotel's many departments. The hotel's front desk gave out the wrong room numbers, and the wedding planner in charge of the event abruptly resigned the day before the ceremony. Second, because of the team culture and style that Craig Poole should have established, the hotel's personnel should be prepared for large events like weddings. Since the management ceased handling weddings, the hotel's reputation has taken a hit.
Finally, Craig Poole was responsible for preventing and resolving team disputes and conflicts. Maintaining harmony and employee satisfaction is fundamental to a leader's role. The Hilton's management did not comply, however, and the wedding planner resigned the day before the event (Rollinson, 2018). He could have reconciled with Philip and brought back the hotel's status as a premier wedding venue if he had been a good team leader. Finally, the hotel's management should have worked to improve morale, communication, and teamwork across the establishment. If he had done this, maybe the hotel's issues would have been lessened. For instance, maybe the miscommunication at reception might have been prevented. Everyone on the crew should have been pumped up and ready to go to work.
When guests asked for help, manager Craig Poole finally stopped responding. Balta (2018, p. 12) believes that every group has people with different needs, both psychological and bodily, such as the desire for appreciation and a pleasant place to work. Craig Poole's failure to pay attention to the needs of his team members has hurt morale on the workplace. The hotel might have done a few things to make things better for its customers. First and foremost, he should have promoted the professional development of every team member. The wedding planner left his position because he was not given a proper chance to demonstrate his abilities to management. Craig Poole was brought in to support Philip and provide him new perspectives as he tries to improve the hotel's wedding services.
Second, the hotel management failed in its duties by failing to make clear to all employees their specific responsibilities and contributions (Wood, 2020). Having defined roles and responsibilities helps employees focus on their task and get more done. Workers at the Hilton were encouraged to help out wherever they were needed, regardless of whether or not it was part of their formal duties. The deputy manager, for instance, picked up the slack when the wedding planner departed and continued to do his original tasks.
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