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The following essay aims to apply the Blake and Mouton Managerial Grid to evaluate Doubletree by Hilton General Manager Craig Poole's management approach. In addition, Poole’s likely position on the grid will be determined through analysis of available information using educationally presented papers that hold intellectual relevance and published in recent years. Furthermore, the following essay will evidence on Poole’s performance in each function will be examined using Adair’s framework. The reason why Poole is preferred for the following essay is Craig Poole was chosen as the subject eroding goodwill from his typically participative approach. Effectively integrating the two facets requires sophisticated leadership skills in communication, motivation, negotiation, and conflict resolution (Cada Jr, 2020). While Poole appears competent, it is uncertain if he can resolve tensions if they emerge, given the complex balancing act of the (9,9) style, as mentioned in (Cada Jr, 2021).
The Blake and Mouton Managerial Grid is a framework for assessing governance and management designs based on two measurements the first is apprehension for people and the second is apprehension for production (Roy, 2019). In addition, mapping a manager's level of focus on each area onto the grid, allows their predominant style to be identified and evaluated accordingly. Applying to the case study, the descriptions of Poole as personable and supportive reflect a people-oriented culture at the Doubletree Hotel (Adele Gutman Milne, 2022). Poole seems to place value on developing open, trusting relationships with staff. Hence, it is demonstrated with the effective application of regular communication channels like staff meetings to share updates and obtain input. In addition, Poole’s hands-on, participative style also shows concern for employees' needs (Adele Gutman Milne, 2021). Furthermore, through helping housekeepers and bellhops with frontline work, Poole models a collaborative and respectful approach. Likewise, his willingness to take on these roles implies a genuine interest in employee growth through coaching and mentoring (Adele Gutman Milne, 2021).
Furthermore, these behaviors interlink with research on the helpful impacts of people-focused guidance (Patzelt et al. 2021). Managers who consider employees' well-being and active involvement in their development tend to develop higher engagement, satisfaction, and commitment levels (Dennerlein et al. 2022). Likewise, through cultivating a supportive environment, Poole seems adept at tapping into individuals' higher-order needs for belonging and self-actualization, as per Maslow's hierarchy (Numonjonovich, 2022). This drives discretionary effort to reciprocate his concern for their growth. Poole's personable leadership therefore appears fundamental to harnessing staff's full potential. At the same time, Poole maintains a strong results focus. Moreover, his diligent monitoring of metrics like TripAdvisor ratings and customer complaints reflects target-driven management. In addition, leaders usually track key performance indicators KPIs, and make data-informed decisions to refine operations (Cuomo et al. 2021). Furthermore, Poole’s specific goals are to limit complaints achieve higher satisfaction ratings keep standards high without being unreasonable. This balance of ambition and realism is characteristic of effective leaders. Poole also limits wasteful expenses through disciplined budgeting and cost control. Demonstrating this level of strategic decision-making is vital for productivity in the cost-competitive hospitality industry (Matira et al. 2020).
The team management approach Poole demonstrates has several benefits that explain his success. The blend of concern for people and production creates a culture of participation, involvement, and high standards. Employees feel valued through empowerment, driving engagement and motivation to meet shared objectives. Likewise, it fulfills socioemotional needs while also offering direction, facilitating coordinated effort, and accountability (Srivastava et al. 2022). Outcomes improve as employees reciprocate Poole's support through discretionary effort to achieve goals. However, the 9,9 style, as per the criteria, also has potential pitfalls Poole is required to navigate. A key risk is a conflict between competing people-focused and task-focused demands. In response, Poole has been advised to pressure staff to meet targets without regard for morale, eroding goodwill from his typically participative approach. 
Poole likely adjusts his concern for people or production based on circumstances. For instance, during periods of low occupancy, productivity takes priority over staff development needs. When employees seem dissatisfied, they could shift focus to morale-building activities. Poole likely exhibits a range of positions rather than a fixed style (Mirčetić, 2020). Furthermore, Poole needs to adapt based on the characteristics of employees, organizational culture, task complexity, and other contingencies (BEKTAŞ, 2022). An effective leader diagnoses circumstances and applies suitable people or task-focused behaviors. Poole's apparent ability to motivate staff also suggests he displays some transformational leadership traits, which involve inspiring followers to transcend self-interest for collective goals.
On a similar note, the model presents a leader's concern for people and tasks as a trade-off, but the two are not necessarily incompatible. With creativity and skill, a leader can often satisfy both aims simultaneously through initiatives like job enrichment, democratic decision-making, participative goal setting, and team building (Moragolle, 2022). As a result, by empowering employees, developing cooperation, and aligning objectives, Poole will be able to potentially boost performance and satisfaction together. However, it requires effort to apply integrative solutions customized to Poole’s hotel's needs. Furthermore, Poole pursues continual development of his emotional intelligence, communication style, and problem-solving skills to fluidly navigate the nuances of blending people-focused and task-focused leadership. Regular solicitation of feedback provides insight to further improve his approach and respond to any emerging issues promptly (Parra et al. 2021). In response, he has benefitted from cultivating a broad team of competent managers who complement his balanced leadership style in overseeing different functional areas and organizational levels. With deliberate mentoring and training, Poole has developed a strong supporting cast to share the intricacies of uniting concern for people and production.
John Adair’s Action Centred Leadership (ACL) model highlights three key responsibilities for managers - achieving the mission, building the club, and developing people (Sharma and Sharma, 2021). 
Adair emphasizes that effective leaders must set clear objectives, plan resources efficiently, monitor progress, and make data-driven decisions to achieve tasks successfully. Craig Poole demonstrates strong capabilities in this domain at the Doubletree Hotel. He establishes specific, measurable goals for the organization, such as reducing customer complaints and achieving higher satisfaction ratings in surveys. This provides clarity of purpose and direction for employees. Quantifiable targets also enable monitoring and accountability, highlighted as essential leadership practices (Hakkak et al. 2021). In addition to setting goals, Poole actively tracks performance data through regular analysis of online ratings and customer feedback, the strategy also discussed in (Hakkak et al. 2021). This allows him to identify issues and opportunities to refine operations and service. Poole's adaptive, data-driven approach reflects strategic management principles that facilitate continuous improvement. He leverages metrics to make informed decisions to enhance guest experiences.
Furthermore, Poole demonstrates strong budget oversight and cost control as General Manager, despite the hospitality industry's thin margins. He limits or controls wasteful spending without compromising on service standards. Moreover, this balancing of financial discipline and customer focus reflects business acumen that Adair advocates as critical for achieving tasks amid constraints (Vahtra, 2020). Likewise, Poole's commercial awareness and responsible resource planning have likely contributed to Doubletree's increased revenue under his leadership, as illustrated in (Trompenaars et al. 2023). Therefore, it can be articulated that Poole excels at core task-oriented responsibilities clarifying objectives, optimizing resources, tracking progress, and applying data analytically to guide enhancements. This strategic capability offers the foundation for Doubletree's organizational gains. However, focusing solely on task outcomes is insufficient, as also discussed in (Maheshkar et al. 2023). As Adair highlights, building strong teams and developing individuals are also vital to maximize performance potential (Vahtra, 2020).
Adair emphasizes creating esprit de corps, developing collaboration, and generating enthusiasm and unity amongst teams. As a result, it can be suggested that Poole is highly capable of developing positive team dynamics. He cultivates a supportive, people-focused culture described as personable and caring. It fulfills employees' socioemotional needs for belonging, increasing engagement and motivation. Poole also holds regular staff events to update, recognize, and consult employees, as articulated in (Hakkak et al. 2021). The given participative approach helps build mutual trust and cohesion, consistent with research on team development. Additionally, Poole frequently works alongside staff directly. Likewise, through assisting housekeepers and bellhops, he serves as a role model while also gaining direct insights into challenges. As a result, the collaborative mentality develops shared identity and goals interlinked with high-performing teams (Hakkak et al. 2021). Poole seems adept at generating the affinity and purpose within teams that Adair underlines as vital.
However, while Poole's personable style has many benefits, over-reliance on goodwill can risk complacency. Occasional pressure is constructive to uphold standards. Poole should combine socioemotional support with accountability through goal setting and performance management. Furthermore, Adair also stresses the need for clear structure and coordination. Poole's informal approach could benefit from more defined processes, roles, and responsibilities (Tan, 2021). Implementing efficient systems and procedures can facilitate productivity amidst the caring culture. Similarly, Poole demonstrates skill in developing the interpersonal foundations and common purpose Adair advocates. As a result, Poole balances caring relationships with the discipline, structure, and direction required to channel team cohesion toward high performance.
A core element of Adair's ACL model is developing individuals by understanding and advancing their needs and potential. Poole effectively fulfills this people-centered role at the Doubletree Hotel. He demonstrates a hands-on, mentoring-based approach to staff development. By undertaking frontline operational work directly alongside employees, Poole creates on-the-job coaching opportunities to nurture skills through capability modeling, guidance, and feedback. This experiential learning allows the transfer of both hard skills, like customer service techniques, and soft skills, like work ethic (Bodilenyane et al. 2019). Furthermore, Poole's participative, people-focused leadership style indicates concern for employee growth and care for their wellbeing. Likewise, through empowering staff and addressing higher-level cognitive and socioemotional needs, Poole helps motivate self-actualization in employees aligned with Maslow's hierarchy. It facilitates an engaged, developmental culture where workers can thrive and expand their capabilities. Adair underlines such fulfillment of potential as central to effective individual development (Moore et al. 2023).
However, while Poole creates developmental opportunities through mentoring and empowering culture, Nelson et al. (2022) emphasize this is required to be supplemented by structured training programs and performance management systems to nurture skills systematically. It is unclear if Poole implements such formal development channels. While his informal approach shows merit, integration of organizational development systems would allow more customized, measurable advancement (Moore et al. 2023). As a result, it highlights that while Poole illustrates effective individual development practices, augmentation with formal training and feedback processes could enrich this further.
Craig Poole's management approach aligns with the 'team management' 9,9 style on the Blake and Mouton Managerial Grid. This style balances a strong concern for people and production. It explains Poole's reported ability to generate high hotel performance through a positive and productive workforce culture. In addition, Adair's ACL model provides a useful three-pronged framework to evaluate light on his well-rounded leadership approach and capabilities. Craig Poole's managerial effectiveness. Hence, from the analysis, it has been found that strengths across all domains of achieving the task, building the team, and developing individuals.
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