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[bookmark: _Hlk80291515]Introduction
This course will examine the study of history, philosophy, and vision of leadership, aspects of leadership, power of positive vision, goal setting, decision making, life planning, identifying a personal philosophy, team building, delegating, ethics in leadership, servant leadership, initiating change,  managing conflict, and designing and completing leadership projects. It also gives an overview of leadership roles within a Multinational Enterprise.  It addresses the relationship challenges, styles of leadership, and other factors that might hinder the development of an open culture. In addition, it also highlights the point on the development of the new leadership form that exists and the challenges. The first paragraph gives an analysis of the overall challenges faced by Multinational Enterprises and so on.
Lastly, completing this course will benefit me professionally and academically and will enable me to make a positive contribution to the field of leadership within the work environment.  Giving me a clear understanding of the complexity of leadership and understanding leadership forces contributing to successful leadership in the workplace.  
Leadership is an action to lead, inspire and motivate a group to perform and involve achieving the goals of the project or an assignment. Leaders usually step in in times of crisis and act creatively in difficult situations. As a good leader, there is a need to interfere in an employee’s performance and to push them to be motivated with a positive attitude within the team.


Theories of Leadership
Authentic Leadership:   This theory facilitates the progressions and development of their employee’s careers. Specifically setting targets or standards that are smart.  Providing continuous feedback and evaluation of employees’ performance against the target.
 Participative Leadership:   The leader makes decisions by soliciting input from employees.   It allows the team to decide on how the task will be performed and the leader maintains how the members will evenly distribute the workload and control.
Directive Leadership:  It encourages collaborative efforts in achieving clear and well-understood performance standards or targets.  Employees are the organization's most asset and set smart performance targets that are aligned to the organizational strategy.
Distributive Leadership: This style of leadership constantly supports, promotes, and reinforces performance standards, and enhances employee performance that will positively contribute to the organization maintaining its competitive position. It allows operational level managers to perform roles and responsibilities in alignment with the strategic objectives of the Organization.  
Visionary Leadership: Focus on increasing the motivation of its workforce, maintaining, and retaining quality talented employees by strategically aligning individual goals to their vision. That will contribute to the achievement regardless of the challenges.
Action–centered leadership: This is task-oriented primarily focusing on task achievement,  team building, supportive management, employee personal development. Focusing on work performance and team productivity.   Adair and Thomas (2004)
For one to meet team, task, or individual goals and objectives that can contribute to increase motivation and work satisfaction. The supervisor or manager who is responsible for leading and directing people,  research has argued that one must consider the following functions that can support goals and objective achievement. These includes:
1.  Set smart objectives ( specific, attainable, measurable, realistic, and time-bound.)
2. Strategic planning 
3. Team meetings 
4. Control systems: Performance management and appraisals, 
5. Evaluation: assessing strengths, weaknesses, opportunities, and threats, looking at what is working and what is not.
6. Planning is the process of determining an organization’s desired future position and the best means of getting there.
7. Organizing is the process of designing jobs, grouping jobs into units, and establishing patterns of authority between positions and departments.
8. Leading is getting the organization members to work together towards the organizational strategic goals and objectives.
9. Controlling is the process of consistent monitoring and correcting the actions of the organizations and their members to keep them directed towards their goals and objectives.
According to Adair’s (2004), theory or leadership and motivation, he argues why it is important to create a work environment that motivates people.  His study concludes that the leader’s vision and self-motivation are of great importance in creating a motivating environment and increasing employee motivation that can contribute to work satisfaction and productivity.  He further concludes that  managers and supervisors need to be guided by  the motivating principles listed below,


Support Managerial Principles of Motivation
1. Must have self-motivation
2.  Identify and use employees who have the desire to perform at their highest.
3.  Avoid biases, treat all employees the same
4. Define and set smart performance objectives 
5.  All ways remember that progress contributes to increase motivation and work satisfaction
6. Create an environment that  motivates
7.  Reward management: gives employees financial and non-financial incentives for their performance 
8. Provide recognition: Promotional opportunities, formal training scholarship, etc.
These functions will improve a manager or supervisor who is currently acting in the strategic role of leading people within an organizational setting.  As it gives him a lot of advantages, in leading a diverse workforce in a small, medium, or large organization. By maximizing and exploiting the efficiency of the business to reach the project goals, handling problems, and building the morale of the staff such as an employee, as well as providing guidance to the team, etc. Adair and Thomas (2004)





The disadvantage of Action -Centered Leadership
The downside to action-centered leadership, it does not consider flattened organizations, it is referred to as too formal, the structures are too rigid,  but not relevant to today's leadership within an organizational setting. It focuses primarily on initiation change, people development, empowerment, enabling, knowledge management, and encouraging an innovative environment. This is also defined by other theoretical scholarship, which suggested that most organizations today still practice the leadership principles and functions that contribute to effective leadership, increase motivation, and increase work productivity and satisfaction. Adair and Thomas (2004)












 Evaluation of Ethical Leadership 
	Criterion 
	 Ethical Leadership
	Unethical Leadership

	Use of Leader Power& influence 
	 Serves followers and the organization
	 Satisfies personal needs and careers Objectives

	Handling diverse interests of the multiple stakeholders
	 Attempts to balance  the organization
	Favors coalition partners who offer the most benefits

	Development of a vision  for the organization
	Develops a vision based on followers’ input about their need’s values and ideas
	Attempts to sell a personal vision as the only way for the organization to succeed

	The integrity of leader behavior
	Acts in a way that is consistent with espoused values
	Does what is expedient to attain personal objectives

	Risk-taking in leader decision and actions
	Is willing to take personal risks and actions to accomplish mission and actions
	Avoids necessary decisions or actions that involve personal risk to the leaders.

	Communication of relevant information operations
	Makes a complete and timely disclosure of information about events, problems, and actions
	Uses deception and  distortion to bias follower perceptions about problems and progress

	Response to criticism and  dissent by followers
	Encourages critical evaluation
	Discouragers  and suppresses any criticism or dissent 

	Development of follower skills and self-confidence
	Uses coaching mentoring and training to develop followers
	Deemphasizes development to keep followers weak and dependent on the leader.


(Leadership in Organizations)  Kumari et al. (2009)

Leadership Challenges
The dynamic situation of a multinational enterprise is the different changes in programs that may be underway at any one time, need to constantly be scanning the environment and innovate to remain competitive. The complexity of decision making too complex for any one individual to have all the answers. Globalization posed one of the greatest challenges. It implies the opening of local and nationalistic perspectives to a broader outlook of an interconnected and interdependent world with free transfers of capital, goods, and services across national borders. It brings people together from all nations of the world into a single community linked by the vast network of communications technologies. This aspect of Globalization has also affected Human Resource Management in the business world today. Leaders today do not need to rely on small-limited markets to find the right employees needed to meet the global challenges, however, today they can recruit employees from around the world. Besides that, the effective database, which is being used globally today also, has made Human Resource Management a simple but effective task.  It has become more efficient and effective to some extent, but relatively a simple task. Organizations are made up of people since Human Resource Management is the set of activities, that deals with the people factor in any Organization; this change has affected the process management and leadership itself. Leaders today must ensure the appropriate mix of employees in terms of knowledge, skills, and culture. There are several challenges that the Leader is faced within a multinational enterprise, these as follows, (1) Managing a diverse workforce, (2) managing pressure from more labor rights in the third world countries, (3) managing outsourcing of employees, (4)  more part-time and temporary work, (5) managing productivity and quality, (6) downswing the workforce, (7) Copying with flexible working hours, (8) politics, (9) Social and cultural factors (10) Technology. As the foreign operations mature, the emphasis is put on various Leadership roles and innovative management. The need for Parent Country Nationals and Third Country National and more trained locals become available and with that, resources previously allocated to areas such as expatriate taxation, relocation, and orientation are transferred to activities such as local staff selection, training, and development. The leaders are very concerned about their failure, however, with globalization, most multinational companies need expatriates to manage the subsidiaries, because they are more familiar with management techniques and methods used in multinational companies than local employees are. However, many companies have faced a high failure rate of expatriates. Most expatriates who returned earlier have poor job performance. There are many reasons for their failure, but the main reason is culture shock. Many expatriates become lost, confused, and anxious in a new environment because of unfamiliar situations and different cultures and values. The expatriate failure exposes negative results for the firm. The productivity and efficiency of expatriates would be abated. Owing to the uneasy feeling in the host country, expatriates would not exert their efforts to achieve excellence during their working time. They become enthusiastic, absentminded, and abandon the working responsibility in their current position. One of the major factors that multinational companies sent expatriates is to promote localization. The structure is a formalized arrangement of organizational components such as the headquarters, subsidiaries business units and divisions, product lines, jobs positions tasks, and reporting relationships in the organization. In managing a firm in a highly competitive market there are several challenges that the firm will face, (1) managing the direction, recruiting, and selecting managers from the home country, host country, or other countries, etc. (2) Organizational structure reporting lines of authority between divisions and departments, decision making authority and (3) corporate culture management, management practices, styles, work culture within the home country and host country. It involves imposing home country culture on host country culture, an adaptation of local culture, or bringing cultural synergy between either two. Sparrow et al. (2005)




















Leadership Styles
Leadership is the process of influencing an organization with its effort towards achieving an aim or goal.  The styles of leadership more likely to facilitate the open culture that Prof Ed Schein suggests is needed.  It required theories of situational leadership more participative and democratic styles, transformational leadership, Distributive Leadership, Shared Leadership, Dispersed Leadership, and Collaborative Leadership including factors that will influence the type of adopted.  Today’s Organizations need effective leaders who understand the complexities of the rapidly changing global environment. The styles of leadership suggested facilitating this culture are Participative, democratic, and transformational. The relationship of both encourages a decentralized communication structure, where each member of the team is allowed to give their input.  For example, during the performance appraisal review, providing feedback to subordinates is not an easy task, negative feedback can pose reluctance in the future. The styles of leadership suggested by Ed Schein ensure open communication and awareness, fair procedures and communications, consistent standards, and relevant job behaviors. Employees can make their contributions or exercise their initiatives on the matters at hand. Sparrow et al. (2005)




The leader within a multinational enterprise must consider several approaches in leading an enterprise globally, these emphasized a cultural management approach and examined human behavior within the organization from international perspectives, secondly seek to describe, compare and analyses management systems in various countries, thirdly seek to focus on aspects of issues in multinational firms. Culture plays a key role in an industry success and achievement, Edgar Schein, define culture as a pattern of shared basic assumptions learned by a group as it solved its problems of external adaptation and internal integration, which has worked well enough to be considered valid and therefore, to be taught to new members as the correct way to perceive think and feel concerning those problems.  Culture is the characteristic way of behaving and believing that a group of people has developed over time and share. When a firm enters a new country and performs activities such as creating job definitions and classifications and hiring using the home country practices, it can cause significant alienation and lack of trust, which can have further ramifications for example in making it difficult to attain a quality workforce.  There are three layers of cultures that represent a way to understand the culture, with each layer moving from outside, representing less and less visible or less explicit, values and assumptions but corresponding more and more important values and beliefs for determining attitudes and behavior. The layers include (1) Surface explicit Culture, which refers to dress attire, food, and ways of eating, architecture customs, such as greeting other people, and the importance of relationships. (2)  Hidden cultures, values religions, and philosophies about things like child-rearing, views of what is right and wrong. (3) Invisible or implicit culture, the core of culture universal truths, the bases for all the values and beliefs of a culture.  This approach to understanding culture is used to assist various business and international practices for preparing employees for international assignments of developing compensation and motivation practices for application in a foreign operation are described and evaluated. People developed an ability to work successfully with different cultures; they go through a process of development of cross-cultural competence. This approach to building knowledge about another person has or group behavior and values and eventually adapting to or being able to integrate with others or the group.  Geert Hofstede conducted a study of cultural values in a large sample of countries in subsidiaries these include Power of Distance:  This refers to the degree of inequality that exists and is accepted among people with and without power.  Individualism: This refers to the strength of the ties people have to others within the community. Masculinity: This is referred to how much a society sticks with, and values, traditional male, and female roles, and finally Uncertainty and Avoidance:  This relates to the degree of anxiety society members feel when uncertain or unknown situations.  It concluded that certain countries showed similarities based on the presence of these characteristics, but also there are clear differences between groupings of countries as well. Sparrow et al. (2005)





Factors
There are certain management philosophies and techniques that have proved successful in the domestic environment, their application in a foreign environment often leads to frustration failure, and underachievement, these considerations are important as the financial and marketing criteria upon which so many decisions to undertake multinationational vestures depends. These include More Human Resource Activities that engaged in several activities that would not be necessary for a domestic environment such as international taxation, international relocation, and orientation, administration services for expatriates, government relations, and language translation. The cultural diversity across Multinational enterprises includes the potential reluctance of some cultures to speak openly. Other factors, for example, hierarchical ways of organizing and organizational culture types, may hamper upward communication or other managers who may act as blocks to communication. Preserving their power base.  The need for broader perspectives: Leaders working in a domestic environment generally administer programs for a single national group of employees who are covered by a uniform compensation policy and taxed by one national government. Leaders working in an international environment faced the problems of designing and administering programs for Parent Country Nationals, Host Country Nationals, and Third Country Nationals who may work together in Zurich at the European regional headquarters, they need to take a broader view of issues. In patriate, describe foreign nationals assigned to the home country of the firm. More involvement in employees’ personal lives, is critical for the selection, training, and effective management and leadership of both Parent Country and Third Country employees. The leader needs to ensure that the expatriate employees understand housing arrangements, Health Care, and all aspects of the Compensation packages provided for the assignment, cost of living allowances, premiums, taxes, etc. Changes in emphasis as the workforce mix of Parent Country nationals and home country National s various. The need for Parent Country Nationals and Third Country Nationals declines and more trained locals becomes available resources previously allocated to areas such as expatriate taxation relocation and orientation are transferred to activities such as local staff selections.  Other issues that may hinder the development of an open within a Multinational Enterprise, is the role of Ethics and labor standards. International Ethics looks at what is right wrong in business conduct across borders and the impact of cultural variances on ethical conduct within a Multinational Enterprise.  It deals with issues of corruption and bribery. It involves the concerns about the values and practices of Multinational Enterprises in conducting business outside their countries of origin. For the acceptance of Open culture to be received, there are many issues and practices about ethics that must be addressed. Such as illegal employment practices, sex and race discrimination in hiring, job placements or compensation, use of child labor or providing unsafe working conditions, etc. Gender,  Evidence has suggested that the main reason for women not receiving employment assignments overseas was assumed that selecting executives, have assumed that women will not be accepted in the foreign culture. Other factors are because of their dual-career marriages, domestic leaders not choosing them of the perceptions that women were not interested in such assignments.  Structural factors, hierarchy’s ways of organizing, and organizational culture are types that will hamper upward commination or other managers who may act as blocks to communication. Country Cultural Clusters, Power of Distance, Individualism, Masculinity, uncertainty, and Avoidance, Pragmatism, and Indulgence, etc.    Factors that might influence the decision-making process, include past experiences cognitive biases, individual beliefs in personal relevance, and an escalation of commitment as well as the influence on what choice people make.  People make decisions based on the present situation, for a decision on performance or finance.  Leaders and managers in any organization should weigh all necessary options and outcomes of their decisions, and the effect they might have on the entire organization.   Leadership styles influence a variety of cognitive biases, change, technology, politics, communication, economic status, market cost, and social responsibility among other factors.  Understanding valid communication and decision-making are significant to leaders and managers in the creation of policies, while leadership is functional, meaning that leadership is at the service of collective effectiveness. Communication is critical to the success of in structure; it is one of the most essential skills that contributes to any successful enterprise. While some of the important roles of effective leadership are daily stressed. There is a continuing global debate about the leadership decision-making approaches that are most beneficial to maintaining organizational consistency.  It is also useful to be aware that, today organizational leadership; decision-making growth, effective management, and organizational success are based on the quality of the decision-making policymakers or leaders.  Leadership is all about getting people to work together to achieve company goals and objectives.  Leaders must cultivate a meaningful relationship in all operations that allows for upward communication, it is complex and irreversible instead communication can define the characteristic of every leader that involves the negotiation of shared interpretation and understanding in the entire organization. Leaders need followers and followers need leaders to accomplish the desired goal and outcomes within their organizations. It opens the boundaries of leadership to those who would previously have been excluded from leadership activities. It embodies the belief that expertise should be distributed across the organization, rather than being concentrated in the hands of a few people. Sparrow et al. (2005)



























The emergency of new forms of Leadership


“It pushes the locus of leadership beyond principals, and senior managers, extending leadership roles to middle management and teachers as both individuals and groups characterizes this as the additive conception of distribution. It is a formal and essentially hierarchical form of distribution in which leadership is handed out by those in senior positions of responsibility to people in given roles, clearly defined, and bounded by individual responsibility and accountability. By contrast, the holistic distribution looks for a synergy arising through concretive action, stretching leadership function across the social and situational contexts of the school. In other words, rather than defining leadership by reference to where people are in the hierarchy, team leadership is essentially different. Rather than downward delegation to specific individuals, it celebrates individual differences and sees these as fostering collective strengths. In a similar it was argued that distribution is concerned with achieving the right dynamics among people, developing social trust, an essential precondition for development and learning for change.” Sparrow et al. (2005)
In the light of this, distributed leadership cannot be referred to as a new form of leadership technique but rather an intellectual label that seeks to reinforce the fact that leadership needs to be a shared activity in an organization.it, therefore, is conceptualized and not simply another technique or practice of leadership.  It is also referred to as Dispersed Leadership, Democratic Leadership, Collaborative Leadership, and Shared Leadership. Dispersed appears to suggest leadership as an activity that can be located at different points within the organization and pre-exists delegation which is a conscious choice in the exercise of power. The idea of Dispersed leadership is captured by David Green term Leadership Community in which people believe they have a contribution to make, can exercise their initiative, and can when relevant to the situation at hand. Distributed leadership power and decision-making process timeline within a formal and informal structure organization. In the formal structure, there are written rules, policies, and regulations that governed the organization in terms of reporting authorities. The decision-making is centralized, communication is a top-down approach, and the feedback response on matters is longer.  Whereas within an informal sector, it has a more flexible structure that allows employees to make their contributions and exercise their initiative on the matters at hand. The communication approach is upward, the success depends on functional groups and strong leadership. Therefore, the exercise of power and decision-making process will depend on the situation at hand within the informal sector, but within the formal sector, it will take a longer process. Due to the hierarchal structure and centralized authority, which indicates that all decisions are communicated from the top, top-down communication approach. Employees are less empowered to make decisions or exercise their power.  They are not allowed to make contributions on matters or exercise their initiative. Autocratic power, policies, rules, and procedures regulate the employment of the entire organization. These policies also posed major consequences such as disciplinary actions, which can result in warnings, suspension, and termination if in breach. So, therefore, employees must exercise their use of power and decision-making very cautiously, etc. The level of power can be helpful if used wisely, the formal is necessary to achieve strategic goals and objectives, whereas informal power is useful, particularly when those in official leadership roles recognize and use informal power to further organizational goals. Management must remain aware of the relationships that exist within their organizations. understating their organization's power structures will determine how effectively you can affect change and achieve goals.  Employee group dynamics and loyalty determines politics and posturing which can also influence the level of cooperation and how much competition, they received for their initiatives. The use of informal power will drive goals further by enlisting the help of those with informal power.  They recognized that while you may have authority, people with informal power have earned the respect of people you are trying to lead and avoid challenging informal power that does not harm organizational leadership. Sparrow et al. (2005)










What is Delegation?
Delegation is the assignment of authority and responsibility to a subordinate at the lower level. Rosenbach and Taylor (2009)

Critical aspects of what and how leaders should delegate.
 What to Delegate 
1.  Tasks that can be done better by a subordinate
2.  Tasks that are urgent but not high priority
3.  Tasks relevant to subordinate career
4.  The task of appropriate difficulty
5.  Both pleasant and unpleasant tasks
6. Task not central to the managers' role
How to delegate 
1. Specify responsibilities clearly 
2. Provide adequate authority and specify  limits of discretion
3.  Specify reporting  requirements
4. Ensure  subordinate acceptance of responsibilities
 How to manage Delegation
1. Inform  others who need to know
2. Monitor progress in appropriate ways
3. Arrange  for  the subordinate to receive necessary information
4. Provide support and assistance, but avoid reverse delegation
5. Making mistakes a learning experience 
Advantages of delegating to leadership  in organizations
Potential Advantages of Delegation:
1. Improvement in decision quality
2. Greater subordinate commitment
3. Making  subordinate’s jobs  more interesting, challenging, and meaningful
4. Improved time management
5. An important form of management development.
Challenges of Delegation
In most organizations, where few job activities and little authority, have been delegated in the past, an attempt to initiate the delegation process may make employees reluctant and apprehensive, for the supervisor would be introducing a significant change in procedure, and change is often strongly resisted. Northouse (2009)









Contemporary Research
a. How do leaders use emotional Intelligence in a changing context?
b. What kind of leadership is required for successful change management? 
c. How should power be distributed across the organization during organizational change and in the context of goals? 
Learning to be Emotionally Effective
There is an Argument that what a Leader does, and thinks can be determined by the brain, and conversely, the leader has the potential to tell their brain what to do.  Northouse (2009)












PLANNING ORGANIZATIONAL CHANGE
Most planned change is triggered by the need to respond to new challenges and opportunities presented by the external environment or anticipate the need to cope with the potential future problems. The planned change represents an intentional to improve in some significant way the operational effectiveness of the organization
Objectives of planned change
1.  Modified the  behavioral patterns of employees in the organization
2. Enhancing the organization's ability to cope with changes from within its environment.
Issues that provide a window for change:
a. Improved organizational flexibility, quality or to develop new customers concerned
b. A general sense that the organization can perform better
c. A sense that skills and ability of people are underutilized or concerns about a lack of commitment about employees
d. The need to introduce technology or working practices
e. Concerns about ineffective  communications or poor performance indicators
f. Job is seen as being boring





Behavioral modifications within the organization
This is a planned change and improved performance and involves management of faces processed.
1. Unfreezing involves reducing those forces that maintain the behavior in its present form.
2. Movement – this consists of the development of new attitudes or behaviors
3.  Refreezing – this involves stabilizing changes at the new level and reinforcement through supporting mechanisms, e.g., policies, structures, or norms











RESISTANCE TO CHANGE
Common reasons for individual resistance to change
1. Selective perception – people's interpretation of events presents a unique image or picture of the natural world can result. this can lead to a biased view of a particular situation which fits most comfortability  into a person’s perception of reality and can cause resistance to change
2. Habits- people tend to respond to a situation established and customary. Patterns may serve as a means of comfort and security and guide easy decision-making. Proposed changes to practices, especially if they are well-established, require little effort may be resisted.
3. Inconvenience or loss of freedom If the change is seen as likely to approve inconvenience and increased control, there may be resistance.
4. Economic implications people likely to resist change which is perceived as either or directly or indirectly or other rewards
5. Security in the past – there is a tendency for some people to find a sense of security.
6. Fear of people with the unknown tends to cause anxiety. 
7. Lack of trust
8. The belief that changes are unnecessary
9. A belief that the change is not feasible
10. Economics threats
11. Loss of status and power
12. Threat to values and ideals
13.  Resentment of interference








FORCE FIELD ANALYSIS
This fall into two categories:
1. Forces associated with the individual involved
2. Forces of an unpersonal nature exist in the environment.
	Unfreezing
	Movement
	Refreezing



The diagram above shows the effects of force field analysis: Restraining forces – Equilibrium  - Driving forces.
 According to Plotnick, Forces Field Analysis- helps diagnose the problems or the forces that operate in the specific situation.
For the change to be successful, according to Plotnick, the balance of the force field in favor of the driving forces must be changed by the following.
1. Decreasing the strength of the restraining forces
2.  Plotnick identifies two points to weaken the restraining forces:
1. Generate a list of obstacles to change the restraining and resisting forces
2. Decide on the most appropriate measures or strategies to alter the problem



Plotnick four-point criteria to help identify the obstacles to change
This involves:
1. Readiness for change; unfrozen and prepared for change
2. The capability of changing – identifying  those people or factors that hinders the changing process
3. Accessibility of the obstacle
4. Leverage of the challenges on other obstacles 
On the other hand, Kotter's Change model identifies (8) factors that lead to failure change efforts in organizations. These includes 
1.  Allowing to create too much complacency
2. Failing to create a sufficiently powerful guiding coalition
3.  Understanding the power of vision
4. Under communicating the vision by a factor of 10 or 100 or 1000
5. Permitting obstacles to block the new vision
6.  Failing to create short term wins
7. Declaring victory too soon
8. Neglecting to anchor changes firmly in the corporate 




Kotter’s eight-stage  change process
1. Establishing a sense of emergency
2.  Creating a guiding coalition
3. Developing  a vision and strategy
4. Communicating  the change vision 
5.  Generating short term wins
6.  Consolidating  gains and producing  more change
7. Anchoring new approaches in the cultures
8. Empowering broad-based action

Kotter's Model for change does not see the problem as managing one but as one leading: management and leadership situations
Management for Kotter is a set of processes that can keep a complicated system of people and technology running smoothly. The most critical aspects of management include planning to budget, organizing, staffing, controlling, and problem-solving
On the other hand, leadership is a set of processes that creates organizations in the first place or adopts them significantly changing circumstances.
Leadership defines what the future should look like, aligns people with that vision, and inspires them to make it happen despite obstacles. 70 percent to ninety percent leadership 10 % - 30% management.

Advancement  of Servant Leadership
 Servant Leadership is an attitude towards the responsibilities of leadership as much as it is a style of leadership. It is presented and understood in a more formal structure organization. Because traditional forms of leadership are inadequate for motivating today, for people to follow.
 This concept is more complex, it has a multidimensional wide-ranging meaning. It has borrowed terms from different disciplines.
Religious terms such as God's soul and spirit and psychological concepts such as personal growth, self-awareness, and identification a mixed with management in a flat organization and shared vision. It emphasized the fundamental attitudes of servanthood that influence how leaders work with followers and how they carry out the task leadership. Leaders have been task or processed-oriented without the heart for serving others.
It involves a participatory diamond model which provides for greater acceptance of the evidential course of action, for easier communication among supportive constituencies, and for the opportunity to discover and develop prospective leaders. For example, a CEO is identified by his responsibilities than his position within the team, but this does not make him less responsible for the accomplishment of the organizational goals as its overall leader.


Measurement of Servant Leadership
1.  Character -Orientation  Being – concerned with cultivating a servant attitude focusing on the leader’s values credibility and motive.
a. Integrity 
b.  Humility
c. Servanthood
2. People Orientation – Development of human resources, focusing on the leader's relationship with people and commitment to others.
a. Caring for others
b.  Empowering others
c. Developing others
3. Task – Orientation – achieving productivity and success, focusing on the leaders' tasks and skills necessary for success.
a. Visioning
b. Goal Setting
c. Leading
4. Process -Orientation – Increasing the  efficiency of the organization, focusing  on the leader’s ability to model a flexible efficient, and open system
a. Modeling
b. Team Building
c. Shared decision making





Examination of six major Principles of Servant Leadership in the organization
1. Listening – They seek to identify and clarify the will of a group. They seek to listen respectively to what is being said or not said.
2. Empathy- They strive to understand and empathize with others. People need to be accepted and recognized for their special and unique spirits
3. Healing – This is one of the most powerful forces for transformation and integration. One of the greatest strengths of servanthood is the potential for healing oneself and others.
4. Conceptualization – These leaders seek to nurture abilities to dream great dreams. They can look at a problem or an organization from a conceptualized  perspective thinking beyond the day-to-day realities
5. Commitment to the growth of people- They believe that people have intrinsic values beyond their tangible contributions as workers.
6. Building Community  - Are aware that the shift from local communities to larger institutions is the primary shaper of human lives have changed our perceptions and has caused a feeling of loss.








Goal Setting within the Organization
 Examination of the importance of vision and analyzing the various aspects of the vision:
 Vision is defined as the desired future and helps guide all who accept and understood it. It is a discipline and a tool for building a sense of commitment by developing shared images of the future we seek to create.
The mission purpose is the answer question related to the organization. It is the motivational aspect of the vision.
It defines and clarifies why does the vision matters because it implies a set of governing values or principles. Most organizations prefer to define their core values.
The mission statement defines internal motivation as aligning and engaging employees in the organization instead of helping orientation to the outside customers.
 Leadership simply means:
Equip leaders, managers, employees, and stakeholders at different levels with a set of tools and techniques to regularly plan, continuously monitor, periodically measure, and review the organization's performance in terms of indicators and targets for efficiency, effectiveness, and impact. Therefore, it will ensure that all the leaders, managers, and individuals in the municipality are held accountable for their actions, which should bring about improved service delivery and value for money.
Aims /Goals
Aimed at planning, managing, and improving employee performance. performance management aims to optimize  every employee output in terms of quality and quantity, thereby improving the company’s overall performance and service delivery
Objectives: 
· Establish performance and learning culture
· Improve service delivery
· Ensure that all jobholders know and understand what is expected of them
· Promote interaction on performance between jobholders and their supervisors
· Identify, manage, and promote jobholder’s development needs
· Evaluate performance fairly and objectively
· Recognized categories of performance that are fully effective and better
· Manage types of performance that are not fully effective and lower.
Organizational Performance:
· Identifies major or systematic blockages and guides future planning and developmental objectives and resource utilization
· Provides a mechanism for managing expectations and ensuring increased accountability between residents of a municipal area and the political and  administrative components of the municipality
· Provides warning signals to identify problems in meeting the strategies
· Provides appropriate management information for informed decision-making.





Individual Performance:
· Ensure alignment of individual goals and objectives with that of the organizations and coordinate efforts to achieve those goals
· Understand what is expected from the incumbents, by when it is expected, and to what standard is expected
· Understand the incumbent critical areas of accountability
· Determine whether performance objectives are being met
· Make qualified decisions within the incumbents  level of competencies
· Avail the incumbents of learning and development opportunities to meet their performance targets competently.
· There was a general "ignorance" of employees' missions and visions. Considering that most of them are senior employees of their institutions, what more with the drivers and cleaners.
· Management should sell the strategic and operational plan to every Employee to get buy-in. When they know, they will now appreciate their daily, weekly, and monthly targets within the context of the broader goals. This will also inculcate a sense and spirit of ownership and belonging.     
· Institutions should run campaigns to raise awareness, induce interest, create desire, and act on the company's mission, Vision, and Values of the company. A culture of meetings needs to be developed. These meetings should have formal minutes which might need to be referred to during appraisals, disciplinary hearings, or promotion justification. It is also recommended that assessments be conducted quarterly. Such a frequency helps arrest and address any performance gaps before they grow out of control.  


















Employee Performance Management
A performance appraisal is a systematic and general, process that assesses an individual employee's job performance and productivity concerning specific pre-established criteria and organizational objectives. Rosenbach and Taylor (2006)
Stage -1 Identify  and agree with performance objectives:
Outline line of sight between individual and strategic goals- provide a clear understanding to the staff of roles and importance of Employee's job in achieving objectives.
 Ensure  alignment of organizational, departmental, team, and individual objectives when setting the performance targets of each member of staff and their development programs
Identify resources needed for the achievement  of targets
 Define employees' career concerns and ensure that the performance appraisal program reflects the relevant issues.
Stage -2 Ongoing Support and Review of Performance:
 Actively  monitor the performance of staff and provide continuous  feedback as to their progress
Encourage, guide, and support team along the way to enable their surpassing of targets
Consult with staff on the progress of their career action plans and link identified needs with available organizational resources/solutions.

Stage-3  Review and Appraise Performance:
Have objectives, fair and balanced basis for assessing performance as an example. One or two critical incidents should not be used to judge performance for the entire period. Similarly,  appraiser biases such as personality preferences should be eliminated when appraising employees. The possibility of discrimination can be reduced using appraisal methods such as a standard, objective yes/no checklist. Set SMART goals " Specific, Measurable, Achievable, Realistic and Time-bound."
 Advice on development priorities as revealed by Performance  deficiencies  and recommended improvement options to be pursued
 Managers should also assist staff in getting access to these improvement options if available in the organization.
Final stage -  Responsibilities of the staff:
The staff members should not be passive participants in the Performance Management Process. Instead, they should actively use it as a tool that facilitates the progression and development of their professional careers. Specifically, the performance management system targeted – the setting process should spur the result of a career action plan stating career goals and outlining the activities involved in attaining these goals and objectives. The continuous feedback and evaluation process should then measure actual progress against this plan and determine the revisions or self-improvement options to be pursued. Of note, staff should take responsibility for proactively seeking feedback on performance throughout the year and acting on the information obtained. Human Resources Department provides more information to manage the Appraisal system process.
RECRUITMENT AND RETENTION STRATEGIES IN DIVERSIFYING WORKFORCE
Retention Strategy: Assist the manager in minimizing employee turnover- needs to be replaced by a new goal; to influence who leaves and when. Risk Analysis: provides specific information on areas for concern. Focusing on the main reasons for leaving, where the action is to be taken, provide exit interviews, but they are fallible. Opinion surveys to identify any areas of dissatisfaction, the retention plan focuses on the areas in which lack of commitment and dissatisfaction can arise. Management can consider the possible action to maintain a productive workforce and anticipate turnover and future needs. The organization should address uncompetitive, inequitable, or unfair pay systems by reviewing pay levels based on market surveys. Design jobs to maximize skills variety, task significance, autonomy, control over their work and feedback, and provide opportunities for learning and growth. (1) Encourage the development of social ties within the company. In other words, loyalty to the company may be disappearing, but the commitment to colleagues is not. (2)Provide opportunities to learn new skills and develop careers  (3)Develop a commitment to the work job engagement not only through job design but also by organizing work around projects with which people can identify more readily than with the company as a whole (4)  Ensure that selection and promotion procedures match the capacities of individuals to the demands of the work they must do. Rapid turnover can result simply from poor selection or promotion decisions. (5)Reduce the losses of people who cannot adjust to their new job -  the induction crisis by giving them adequate training and support when they join the organization. (6)Take steps to improve work-life balance by developing policies, including flexible working, that recognize the needs of employees outside work. (7) Eliminate as far as possible unpleasant working conditions or the imposition of too much stress on employees (8)Select, brief, and train managers and team leaders so that they appreciate the positive contribution they can make to improving retention by how they lead their teams.  Kumari et al. (2009)













Conclusions
This course has provided me with an understanding of the history of leadership as it relates to the theories of human relations, social systems, contemporary and relationships. The ability to analyze the degrees of change in leadership profiles from past to present to the future and its implications for leadership development. Understanding the importance of vision and the analysis of various aspects of a vision.  The ability to examine the components of effective goals, differentiate individual and group goals, and its impact on personal productivity.
 Understanding of the critical aspects of delegating as a leader, motivational theories to be applied as a leader, challenges associated with delegating,  and examination of situational leadership and current leadership practices.  This course further increases my knowledge of the fundamentals of ethical leadership, and its practices in the workplace. Finally, understanding the benefits of community and servant leadership skills and their principles( benefits of community service,  service leaders and their responsibilities enriches leaders in the organization.
After completing this course, the knowledge gained has increased my ability to discuss the elements of the change process,  examination how people react to change,  assess the reaction to change in my current organization, and leaders, managers, and supervisors can initiate successful change within the organization.
This course has prepared me with an extensive level of knowledge that can assist and make valuable contributions to the organization's strategic goals and objectives. Increase in work efficiency and effectiveness. An increase in employee motivation will drive up to work productivity and satisfaction. Finally, the ability to create an environment where people can grow intrinsically and professionally.
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