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INTRODUCTION
Organisational behaviour is the term used to describe the scientific study of how people interact in groups. Organisational behaviour covers a wide range of topics, including encouraging creativity, raising job happiness, improving job performance, and laying the groundwork for corporate human resources. Human resources can incorporate organisational behaviour through engagement, training, and other means (Yates, Zibarras, and Mahmood, 2023). This can be viewed as a subset of organisational theory that covers an all-encompassing approach to resource management and organisation (Khaola, and Rambe, 2021). The paper discusses General Manager Craig Poole's preferred management style at Doubletree by Hilton, citing the Blake and Mouton Managerial Grid. In addition, Adair's Action Centred Leadership model and Craig Poole's effectiveness using its three functions have been examined (Loh et al., 2019).
MAIN BODY
Mouton and Blake The Managerial Grid is a framework that helps identify a leader's behavioural style and distinguishes between their concern for task production and people. The Managerial Grid approach is another name for this approach. Based on these leadership philosophies, Robert Blake and Jane Mouton have established five management philosophies. These management philosophies are: Produce-or-Perish, Team, Country Club, Impoverished, and Middle-of-road (Srivastava, Srivastava, and Srivastava, 2022). Under the impoverished management style, the manager performs poorly on both fronts and makes very little effort to get the work done through the subordinates. The leader shows very little regard for worker satisfaction or meeting deadlines, which causes discord and disarray in the organization's activities (Alblooshi, Shamsuzzaman, and Haridy, 2021). Leaders who adopt this style are deemed ineffectual because their actions and decisions are solely focused on maintaining their position and seriousness. Because they don't take their task seriously, significant organisational resources are wasted. In this paradigm, the task management style is sometimes referred to as the dictatorial or perish style. This type of leadership shows very little regard for the workers because the focus is mostly on output. It is predicated upon McGregor's hypothesis X (Berraies, and Zine El Abidine, 2019).Employee unhappiness results from this style's failure to meet the demands and desires of the workforce. The leader alone emphasises the idea that effective work systems organisation and personnel elimination are the only ways to achieve efficiency in this manner. Although this method can assist the company increase productivity, it is not beneficial for the long term because of the stringent regulations and procedures that will cause the business to have a high labour turnover rate, which will pose severe problems down the road. Another important style that is essentially a compromise is middle-of-the-road. The aim of this leadership style is to achieve a stability between the requirement of the people and the organization's goals. Since the superior in this approach does not push to reach the high standards of limits, neither the requirements of the employees nor the needs of production are met, and performance is mediocre. Collegial in nature, the Country Club style is marked by a low task orientation and a high people orientation. In this approach, the leader gives the group's needs and desires the utmost consideration, creating a welcoming and comfortable environment that encourages participation and best efforts. The boss employing this technique believes that treating staff members this manner will increase their motivation to work. With a positive attitude, they'll put forth more effort when working alone. Insufficient concentration on one's work results in lower output and dubious outcomes. The team management style, which emphasises tasks and is marked by high people, is seen significant in this paradigm. This approach is based on McGregor's Theory Y. Of all the styles, Blake and Mouton claim that this one is the most successful. According to the leader using this approach, building a team that will increase employee satisfaction and produce high levels of output primarily requires empowerment, trust, dedication, and respect. With the aid of grid training technique, this managerial grid assists the manager in assessing their own leadership style. It helps the management pinpoint where they stand in relation to their concerns regarding staff and output. One way to accomplish that is by distributing questionnaires. Mr. Craig Poole, general manager of the Doubletree by Hilton in Reading, Pennsylvania (Keith, 2023). He took one of Pennsylvania's poverty-stricken and most criminalised cities. Approximately 200 individuals without any prior experience or exposure to the hotel industry were hired by him (Roy, 2019). He selected individuals who were naturally hospitable and gave them the opportunity to work together to create something truly amazing. Mr. Poole adhered to the servant leadership style, which holds that putting others' needs ahead of your own is a good method to accomplish goals (Kiker, Callahan, and Kiker 2019). Thus, he and his group have succeeded in making their guests quite happy. Because Mr. Poole prioritises his team members' needs above all else, he adheres to the country club management style as outlined in the Blake and Mouton Model.  He has a strong believe that meeting the demands of the teammate  will boost the output and performance of the employees (Corno,2023). He firmly believes that fostering a laid-back environment benefits workers' morale and job happiness. When they feel more valued and empowered, they will offer their all in the workplace. According to Mr. Poole, happy workers are more devoted to and loyal to the company, which contributes significantly to its success (Xiao and Cooke, 2019). Thus, this leadership style aids in the achievement of organisational goals and the development of strong relationships between management and staff.
Model provided by John Adair. He is the author of almost forty books on leadership. According to Mr. John, a person's ability to lead may be taught and is not just dependent on their own qualities. Transferable abilities are crucial (Bavik, 2020). Mr. John is well-known for distinguishing between leadership and management. He asserts that there are three separate and overlapping circles: task, team, and individual (Barkova, 2023). Mr. John is well-known for his theories regarding the application of practical leadership principles, such as personal efficacy and decision-making. This model's primary goals are work completion, team building and maintenance, and individual growth. The goal and vision of the organisation must be determined by the management in the first circle.In order to define the work, the leader must also decide on its direction and goal. In this circle, the leader must also identify different individuals, procedures, and systems. Then, using these resources, the leader must develop a plan for finishing the mission. Every component of the plan needs to be measurable and deliverable. The leader must designate roles and clearly define the goals. In addition to maintaining and monitoring performance in accordance with the standards, the leader must effectively convey the set standards, quality, and criteria.  Managing the team and forming the group to achieve the goals is the focus of the second circle. The leader of this circle must establish, come to an agreement upon, and convey the expectations for conduct and performance. The group's culture or style must be established by the leader (Murphy and Anderson, 2020). Maintaining integrity is crucial for achieving goals, hence one of the leader's essential duties is to uphold discipline and ethics inside the group. In order to resolve conflicts or disagreements among team members, leaders must move quickly as well (Sius Alharahsheh and Sanyang, 2020). Leaders must constantly assess how their teams are operating and put different tactics into practice to foster greater collaboration and camaraderie. John claims that in order to increase productivity, leaders need to be mature enough to make judgements that increase the power and group independence of their subordinates. Leaders should be upbeat people who can inspire their team to reach goals more successfully and give them a feeling of direction (Scuotto et al., 2022). To keep the organization's operations running smoothly, leaders must constantly highlight the need of maintaining good internal and external communication. The choice made by the leader of this circle must be made after careful consideration of how it will impact the organisation as a whole. The individual's development is the final circle in this paradigm. To gain insight into how their team members perform at their peak, leaders must get to know each member individually. This involves knowing their needs, strengths, weaknesses, personalities, attitudes, and fears. In order to help people offer their best effort and improve their abilities, leaders should also emphasise providing them with difficult issues to complete. They must receive the right compensation and recognition for their hard work by being acknowledged (Vincent, 2021). Every strategy that a leader designs should make the most use of each person's unique assets and abilities. 

Mr. Craig Poole performs his duties as one of these three essential leadership roles with effectiveness as well. At the inaugural event, Mr. Poole selected Reading, Pennsylvania's poorest and most criminalised neighbourhood with the goal of fostering the hospitality industry there with locals who have a passion for it. He creates a clear vision and chooses a course that aids in comprehending the objectives (Ozturk, Karatepe, and Okumus, 2021). In addition, he establishes expectations for his team members' performance. In the second role of creating and sustaining a team, Craig Poole sets and conveys the expectations for the group.  Also, he creates a positive and encouraging environment that inspires his staff to perform to the best of their abilities. He consistently upholds discipline and instills moral principles in the team members, ensuring the organization's integrity (Daley, 2023). He fosters teamwork among his members by planning a variety of activities that allow them to get to know one another well. By acknowledging their efforts and expressing gratitude, he inspired the team members. In the third role, Mr. Poole places a strong emphasis on determining each employee's personality and attitude in order to develop a variety of strategies for inspiring them (Koole, and Ten Thije, 2020). Additionally, he offers numerous programmes for training and development that aid in the self-grooming of his staff. In addition, he gave recognition to those who are working at their highest levels and established a flexible work schedule that allows subordinates to make the most of their unique skills and abilities. Additionally, it aids in their improvement of the areas in which they are falling short. Thus, Mr. Craig Poole has successfully carried out his duties, which aids Doubletree by Hilton in running smoothly and achieving its goals.
CONCLUSION

Based on the report mentioned above, it can be inferred that an organization's success is greatly influenced by its behaviour. The Blake and Mouton managerial grid structure is covered in the report mentioned above. Each of the five leadership styles in this approach has advantages and disadvantages of its own.  It has been noted how Mr. Craig Poole's preferred management style has been critically evaluated, with references to the Blake and Mouton Managerial Grid. The Adair's Model of Action Centred Leadership is also covered in the report, along with a detailed discussion of Mr. Craig Poole's effectiveness in the three main areas of managerial leadership.
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