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Introduction
This assignment is expected to address the evolution of leadership and the direction of main concepts in an organizational setting. It will be keen on leadership roles within a multinational organization, exploring the challenges of its effectiveness and difficulties. In addition, reviewing the styles that are adopted by most organizations. This course is expected to explore other factors that might hinder the development of an open culture and work effectiveness. Mainly pointing to new leadership forms that may exist and challenges. 
This assignment will comply with the University of Atlantic International policies on academic honesty. On this assignment, all the work is my own.  And not being presented as one's own words, ideas, or expression of another in any form is cheating (plagiarism).  The statement of originality is also provided verifying as my own and any other sources used in this assignment are acknowledged and disclosed.









Theoretical Review
This section provides a review of seminal and modern evidence of scholarship and shows a relevant scholarly theoretical base. It offers proof that will shed light on previous studies done in the same field.
The study is expected to help and sensitize local and international authorities in formulating policies to address the identified issues of managerial leadership. The theoretical evidence assisted the writer in determining the validity of the collected data. The study also provides a review of seminal and modern evidence of scholarship and shows a scholarly theoretical base that was relevant. This course assignment adds potential practical value in assisting the governments with their efforts in managing businesses globally.
It offers evidence that will shed light on what previous studies have done in the same field. This study also draws attention to any strengths or weaknesses of the earlier studies done and offers evidence that will either prove or disprove our research hypothesis
This study used a funnel down approach - a conceptual framework deemed appropriate; linking the views of different authors as applied. The overall aim is to ensure generalizability. It supports and enhances the empirical evidence and the rigor of this study. A copy of the funnel-down approach framework is explained in the body of this assignment.
The study also provides a review of seminal and modern evidence of scholarship and shows a relevant scholarly theoretical base. It offers proof that will shed light on previous studies done in the same field. This study also draws attention to the strengths or weaknesses in the earlier studies done and will offer evidence that either proves or disproves our research questions. 

	FINAL  VIEWS
The theoretical evidence assisted the writer in determining the validity of the collected data. The study also provides a review of seminal and modern evidence of scholarship and shows a scholarly theoretical base that was relevant. This Assignment adds potential practical value in assisting the government with its efforts in operating internationally.
It offers evidence that will shed light on what previous studies have done in the same field. This study also draws attention to any strengths or weaknesses of the earlier studies done and offers evidence that will either prove or disprove our study.
In summary, it provides sufficient justifications, the value of this study's inclusion, and its quality. It shared the appropriate procedural steps in carrying out this study. The framework adds value and rigor to the task of addressing the practical research problem.
The authors did not have much control over the main factors contributing to business success within the global market. This course assignment was useful as it assists the researcher in drawing sound conclusions and recommendations for different stakeholders and further research. 






Summarization of Academic Review 
Northouse (2009): Leadership is a process by which a person influences followers to accomplish organizational goals and objectives, directing the organization in a way that makes it more cohesive and coherent. As an effective leader, there is a need to interfere in an employee’s performance by encouraging him or her to perform at his full potential with a positive attitude towards his team.  
Kumari et al. (2009) 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. 
Kumari et al. (2009)  Authentic Leadership:   This theory facilitates the progression 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.
Northouse (2009): 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 
Northouse (2009): Directive Leadership:  It encourages collaborative efforts in achieving sustainable performance. clear and well-understood performance standards or targets. Employees are seen as value asset leadership. Setting smart performance targets that are aligned to the organizational strategic objectives   


 Sparrow and Brewster (2005): 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.
Adair’s (2004: 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. Adair’s (2004)
Adair’s (2004)  Ethical Leadership: This is an educational leader who promotes the success of all his subordinates by acting with integrity, fairness, and an ethical manner. 
 On the other hand, Harriette Woods states that “You can stand tall without standing on someone” you can be a victor without having victims”  
Adair and Thomas (2004): Action–centered leadership, is task-oriented primarily focusing on task achievement,  team building, supportive management, and employee personal development. Focusing on work performance and team productivity.   The author argues why leadership and motivation are 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 and functions that help 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):  argued that the downside to action-centered leadership, it does not consider flattened organizations, it is referred to as too formal, and 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. 
Christine Cain: states that Leadership First , “To build a strong team, you must see someone else's strength as a complement to your weakness, not a threat to your position or authority. Great leaders aren't know-it-alls who continuously try to outshine everyone. They listen to their teams, ask the right questions, and give everyone the chance to contribute. Instead of trying to do it all, they find people who can do it better. At the end of the day, it's not about being the smartest person in the room. It's about building a team with the most intelligent people you can find and inspiring them to believe in the impossible.” 
On the other hand, Kumari et al. (2009) has provided the theoretical foundation for ethical and unethical leadership, as described in the table below.



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 needs 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 decisions 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)  


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











Advancement  of Servant Leadership
 Servant Leadership is an attitude toward 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, easier communication among supportive constituencies, and 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 has 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 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 orient 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's output in terms of quality and quantity, thereby improving the company’s overall performance and service delivery

Objectives: 
· Establish a 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 incumbent's 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.  



















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 the 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.
Responsibilities of Management  by objectives
 

·  Setting the direction to follow and the overall strategic pathway
·  Communicating clearly what must be done and providing expectations of the standards to be attained.
· Securing the resources that will enable performance.
·  Guiding staff along the path to success.
· Providing evaluation and feedback as to progress and any changes that must be made.


























Examination of the roles and responsibilities

 Stage -1:   Identify and Agree to Performance Objectives

· outline the line of sight between job performance and strategic goals – provide a clear understanding to the staff of the role and the importance of the manager's job in the achievements of objectives/place in the Big Picture
·  Ensure alignment of organizational, departmental, team, and individual objectives when setting the performance targets of each manager and their development needs.
·  Identify resources needed for the achievement of targets
·  Define the manager's careers concerns and ensure that  the relevant issues are reflected in the performance appraisal program

Stage-2: Ongoing Support  and review of development plans

·  Actively  monitor the performance of managers and provide continuous feedback as to their progress
· Encourage, guide, and support managers along the way to enable them in surpassing their assigned targets
·  Consult with managers on the progress of their career action plans, and link identified needs with available organizational resources and solutions.

Stage -3:  Review  and Appraise Performance 

·  Have, a 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 bias can be reduced using appraisal methods such as a standard objective yes/no checklist

·  Managers must advise on development priorities as revealed by performance deficiencies and recommend improvement options to be pursued. Managers should also assist staff in getting access to these improvement options if they are available in the organization.





Leadership Challenges
The expansion of international trade has contributed to the increase of global factors that makes it difficult for effective leadership within a multinational enterprise, technology, globalization, cultural factors, language barriers, structural factors, and decision-making authority. Some of the leadership challenges are managing a diversified workforce, managing the competitive forces from other countries, increase in temporary employment, the management of production and quality, redundancy, reducing the labor force,  and flexible work hours.   Language and cultural barriers posed high risks to the leadership capabilities and effectiveness. Failure to address matters promptly can make the processing time-consuming and difficult. Changes in emphasis on the labor force, as foreign operations mature the emphasis are put more innovative initiatives, taxation, and relocation activities. The impact of Technology, their clear risk, and constraints that can make this difficult and these are, (1) the long-life cycle of investment with the sophisticated risk of the unattractive or culturally unacceptable system.  (2) Risk management the enterprise faces technical problems and the severe goes down,  (3) fractured delivery (4) The need for regional policies and processes, conflicting policy  (5) Data Protection concerns, the main constraint to complete integration, tend to affect by employment law, employee relations, work councils, procedures governing dismissal and setting upon employment contract. The complexities that make culture difficult to adopt, is during the expansion into other countries and creating employment opportunities from within the home country, this can result in disloyalty and trust, which have further ramifications, for example, it is difficult to retain quality employees.
Hofstede's study of cultural values across countries, individualism and collectivism, Power Distance, Uncertainty, masculinity, and femininity, concluded that certain countries shared similar characteristics and based on the evidence, but evidence has shown that there are differences between the groupings of countries across cultures. For an effective leadership capability to survive in an environment with such challenging factors, organizations will need to focus their attention on rare resources locate the quantitative and qualitative persons required to compete internationally. They are capable of sourcing employees from various countries; however, it is more efficient and effective to some extent. Organizations are made up of people and since leadership deals with the human factor; this has negatively affected leadership capabilities nationally and internationally. Leaders operating in Multinational organizations must ensure a balance and diversify the labor force with require competencies, such as skill abilities, experience, cultural abilities, knowledge, etc. If the company does not address the communication and cultural issues, it can make the process very difficult and time-consuming regarding employment opportunities. They must adapt to the different types of cultural deficiencies during the recruitment and selection process in different countries. The language barrier is also necessary for the process across countries in getting employees to accept certain cultural norms, values, and beliefs in terms of employability and opportunities. To ensure this initiative is successful the following approaches are applied, Ethno Centric, Polycentric, and Geo Centric Approach.   Ethno Centric Approach: This is the best way to maintain a unified corporate culture, value is created by transferring core competencies to a foreign operation. Polycentric Approach:  Reduces cultural myopia. The drawback to this is that it limits opportunities for the host country nationals to gain experience outside their own country. There is a gap between the host country managers and parent country managers.  The Geocentric approach is consistent with building a strong unifying culture and informal management network. Such as immigration, a policy of the national government may limit the ability of a firm to pursue this policy. 



















Leadership Styles
Organizational culture refers to the set of beliefs, attitudes actions, and behavior that typify the members of the organization. A performance culture is a variation and refers to beliefs, attitudes, actions, and behavior that actively promote and reinforce the achievement of the organization's goals and objectives the culture is characterized by the predominant belief that the organization members should tie performance to organizational goals and actively work towards the achievement of the overall targets. Performance Culture is not synonymous with working hard. The leadership styles suggested by Ed Schein are, Democratic, Participative, distributed, and transformational Leadership, they facilitate an open-door communication culture, allowing all employees to make suggestions regarding issues sounding their performance and goal attainment.  Employees proactively seek and respond to feedback and self-development opportunities; they understand how their actions add value to the organization. An open culture supports the achievement of strategic goals and competitive advantage. Culture change does not happen overnight. However, Management can foster the development of an appropriate culture by promoting positive actions that seek to reinforce the desired behavior. The structure constantly supports, promotes, and reinforces a cultural environment, for example, competitive advantage, clear define understood performance, and targets.  This requires a clear line of sight between the new culture and leadership styles suggested by Ed Schein. In the short term, the new culture will influence the daily performance needs to be understood. Finally, all employees of the organization must be seen to be involved in the process. As such, culture cannot be seen to be a process that is driven by the Human Resource Department alone, as line management must be seen to be a critical part of the Leadership system. The employees are a part of the strategic planning and implementation of organizational goals and objectives. The climate facilitates their progress and growth in their professional careers. Specifically, target setting supports the development of a career action plan stating career goals and outlining the activities involved in the attainment of their individual goals. In an open cultural environment, the leader provides continuous feedback and evaluation on the plan and determines the revisions or self-improvement options to pursue. Responsibilities are standards, even when applied to different employees in the same unit. The ability to accurately determine the responsibilities that accrue is therefore critical to the achievement of organizational goals and team performance. Effective communication of expectations and implications of goals and performance is critical; the key is that all employees must understand the importance of filling leadership roles. This can be done by relating the concepts to personal issues, and explaining what is in it for me? Issues and applying the benefits of open culture and senior leadership behavior in an organization, future and current needs for example personal and professional development, positive attitudes and behavioral changes, recognition, and rewards. Active encouragement of career planning and continuous self-examination development of traditional communication channels such as an internal newsletter and staff notice boards. Promotion of an environment culture that emphasizes giving and receiving feedback and the adoption of positive reinforcement techniques, in which appropriate behavior is rewarded.   Other contributions such as improving corporate, departmental, section, work unit, and individual performance by defining measurable work to be completed, improving the quality of organizational outputs by specifying measurable work completion standards, improving the timely delivery of outputs by scheduling completion times and tracking progress, strengthened individual capacity by identifying training and development needs, guiding and providing training, align corporate goals with individual objectives and organizational strategic objectives and motivate staff to eliminate performance deficiencies and to improve performance and achieve the strategic capability and maintaining competitive advantage within the international markets. Many firms underestimate the complexities involved in international operations; evidence has suggested that business failures in the international arena are often linked to poor leadership capabilities. The primary reason for their failure stem from an understanding of the essential cultural differences in managing a multinational operation at all levels within a foreign environment. Certain management philosophies and techniques have proven successful in the domestic environment. Their application led to frustration failure and underachievement. The styles of leadership suggested by Schein provide a firm foundation for people development and effective goal attainment. It allows for key roles and responsibilities to be filled by lower-level staff, leading, and directing the provision of tools for success, facilitating superior performance, guiding, coaching, and timely feedback and critique. The roles and responsibilities support strategic goals by facilitating a common understanding by others, supporting leadership, motivation, teambuilding efforts, increasing morale, improving performance, and increasing productivity. Communicating reasonable expectations as to the behavior desired from each member of the organization leads to the alignment of corporate, individual, and team objectives, and enables the creation of the Buy-in necessary to support appropriate culture. Employees are involved in the direction to follow and the overall strategic pathway, communicating clearly, what must be done and providing input on expectations of the standards to be achieved. The employees are also actively involved in the performance management process; it is used as a tool that facilitates the progress and development of their personal and professional careers. There is also continuous feedback and evaluation on progress against objectives and options to pursue. The staff takes the responsibility for proactively seeking feedback from top management on issues and timely responses to the decision result. 
















Factors 
 
Countries differ widely in their cultures, values, and the ways the values manifest themselves in the nation’s arts, social programs, politics, and ways of doing things. A study by Professor Geert Hofstede identified other international cultural differences. Hofstede stated that “societies differ in power distance in other words, the extent to which the less powerful members of institutions accept and accept an unequal distribution of power”. Research has shown that people differ in terms of individualism and collectivism, Individualism is the extent to which people place value on themselves, they define themselves by referring to themselves as singular persons rather than as part of a group or organization. For them, individual tasks are more important than relationships. Collectivism is the extent to which people emphasize the good of the society they tend to base their identity on the group or organization to which they belong. At work, this means that relationships are more important than individuals are or tasks, employers – employer liner are more like family relationships. Countries that value individualism in the USA, Great Britain, Australia, Canada, Netherlands, and New Zealand. Countries that value collectivism is Japan, Columbia, Pakistan, Singapore, Venezuela, and the Philippines. India may be placed near Collectivism. 
Power Orientation also known as an orientation to authority, is the extent to which less powerful people accept the unequal distribution of power, people prefer to be in a situation where the authority is clearly understood, and lines of authority are never bypassed. On the other hand, in a culture with less orientation to power, authority is not as highly respected, and employees are quite comfortable circumventing lines of authority to accomplish jobs. 
Uncertainty  Avoidance also known as the preference for stability, is the extent to which people feel threatened by unknown situations and prefer to be in unambiguous situations. In many countries, people prefer unambiguity while in many other countries people can tolerate ambiguity. 
Masculinity also known as assertiveness or materialism is the extent to which the dominant values in a society emphasize aggressiveness and acquisition of money and material goods, rather than concern for people and overall quality of life. Time Orientation dimensions divide people into two categories, long-term orientation, and short-term orientation.  People having long-term orientation focus on the future, prefer to work on a project having a distant payoff, and are persistent and thrift. People having short-term orientation are more oriented towards past and present and have respect for traditions and social obligations.  
Structural factors, Organizational structure, and organizational culture will hamper upward commination or other managers who may act as blocks to communication.  Within a highly structured organization, an open culture will be faced with several challenges, including communication,  decision making, and conflict resolution, employees will not be free to make any contribution without following the appropriate guidelines.  For example, if an employee cannot write directly to the Director concerning an issue with their vacation leave, without first writing through their immediate supervisor. Secondly, the decision-making process will take a longer time, thirdly, disciplinary procedure, etc. Management style is autocratic and powered based, not allowing the employees to make any decisions without going through the appropriate channels and reporting lines of authority. Upward communication cannot survive in an environment due to the structural factors, rules, policies, and procedures that governed the ethical standards of the organization.
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 Understanding the validity of communication and decision-making are significant to leaders and managers in the creation of policies and communicating strategy, while leadership is functional, meaning that leadership is at the service of collective effective. Communication is critical to the success of structure; it is one of the most essential skills that contribute to any successful enterprise. While some of the important roles of effective leadership are daily stressed. 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. 
The culture is characterized by the predominant belief that an organization should tie performance to organizational goals and actively work towards the achievement of all goals and strategic objectives. The culture is not synonymous with working hard, culture does not typify behavior such as, working hard with no real objective insight, creating of own vision of what the organization expects from all staff, narrow focus on job responsibilities without considering the impact on others, performance tasks to the letter and no more and treating what is done with more concern than how it is done.
In effecting the approach of upward communication and senior leadership behavior, management can foster the development of an appropriate culture by promoting positive actions that seek to reinforce the desired outcome. It is suggested that there should be (1) clarity with regards to what should be aimed at and the changes to be made, (2)  constant and consistent communication of the need for and benefits of change and new values to imitate, (3)  the establishment of a clear leadership structure, for examples teams with authority at the highest level of the organization (4)  Provision of appropriate guidelines to staff  (5) positive reinforcement,  and (6)  a monitoring and feedback system that will always monitor and evaluate progress, the change effort and suggests corrective recommendations when progress seems to be behind goals.










The emergency of New Forms of Leadership

In the light of this, distributed leadership cannot be referred to as a new form of leadership technique but rather as 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. 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 an informal sector has a more flexible structure that allows employees to make their contributions and exercise their initiative on the matters at hand. The organizational structure prevents and limits the authority of decision-making, but developing the appropriate culture supports the achievement of organizational goals and high-performance standards. Leading to a common understanding of what the organization is all about, the significance, and the impact of its contributions. Creating an environment in which performance is looked at in terms of how things are done not meanly what is done.  Encouraging employees to take responsibility for their performance and development. Facilitating common, understanding by others, supporting leadership, motivation, and teambuilding efforts, communicating reasonable expectations as to the behavior desired from each team member of the organization, leading to the alignment of corporate, individual, and team objective’s goal congruence and enabling the creation of employee buy-in is necessary to support appropriate culture.  As relates to shared responsibility and accountability all employees should be passive participants in the development of strategic goals and objectives. Instead, they actively use it as a tool that facilitates the progress and achievement of organizational goals, at the same time enhancing employee development. The strategic plan should stage the development of a career action plan stating career goals and outline the activities involved in the attainment of organizational goals. There should be continuous feedback and evaluation to measure actual progress against the goals outlined in the strategic objective plan and determine the revisions or self-improvement options to be pursued. They ensure all employees understand the purpose of their job and how it contributes to overall strategy as well as the standards expected. Secondly, develop an appropriate development plan with milestone objectives. Although the desires of the individual conflict with the needs of the organization, it is preferable if each employee seeks to marry their objectives with the strategic goals of the organization. The development plan would reflect information on how the time spent at the organization serves to advance personal and organizational goals. Seek to build positive working relationships with other team members that will facilitate the meeting of objectives in getting the attention of top management. Management concept centers on the provision of the framework through which the organizational outputs will be achieved in line with this, the purpose of the senior management team about upward communication within a multinational enterprise, ensure alignment organizational, departmental, team, and individual when goal setting of each member of staff and their development programs. Define employee career concerns and ensure that the relevant issues are reflected in the strategic management process and provide guidance and support along the way while allowing employees to consult with management on progress, and career action plans and link identified needs with available organizational resources and solutions. Managerial decision-making is time-consuming, and the power-based foundation is centralized and dictates the senior leadership behavior. Behavioral and cultural factors disrupt the progress of effective communication, power relations, and the decision-making process. 






Formal Learning
“Formal learning are programs which are typically synonymous with a learning management system and have its curriculum and courses mapped in a structured manner.  Since it is a  structured form of learning, the content for this type of learning is usually designed and created by a group of qualified instructional designers and trainers. The content development process usually takes a longer process because the instructional designers, graphic designers, and the programmers who are involved in the creation of the course material, through presentations which are then developed by the graphic designers and published after the incorporation of the functionality via a complex training tool. This content and learning material can be deployed either online or delivered via a traditional classroom training session, with a facilitator driving the course. It can also be delivered via live webinars or using screen-sharing technology so that even remote learners can attend the sessions and benefit from the knowledge. In addition, this sort of learning is a relatively preferred mode of training for organizations that wish to have more control over the training experience of their employees. There are a lot of different varieties and options that you can choose from. Each of them offers different levels of cost, functionality, support, and flexibility.” 
The formal learning, I have gained allowed me to make any changes to how I manage and lead my staff under my leadership and management. Learning is a process by which a person acquires new knowledge, skills, and capabilities. Planned and systematic training applications are used to instruct, develop, and promote learning. With the learning gained, I will use it to (a) Improve individual, team, and corporate performance in terms of output, quality, speed, and overall productivity of organizational performance. (b) Attract high-quality employees by offering those learning and development opportunities, increasing their levels of competence, and enhancing their skills thus enabling them to obtain more job satisfaction, and to gain higher rewards and progress within the organization. (c) To improve operational flexibility by extending the range of skills possessed by employees in multiskilling. (d)  Increase the commitment of employees by encouraging them to identify with the strategic objectives of the Organization. (e)  Help to manage change by increasing understanding of the reasons for change and providing people with the knowledge and skills they need to adjust to new situations. (f) Help to develop a positive culture in the organization for example one that is oriented towards performance improvement. (g) Providing a higher level of service to our customers and minimizing learning costs etc. 
In my present job, this training has provided me with the skills and knowledge that have enabled me to effective in conducting interviews and assessment centers that generate objectives and fair decisions with a firm foundation in occupational psychology. Making recommendations for effective assessments and recruitment techniques and approaches based on the job needs. Engagement with managers and employees to ensure that the organization always complies with relevant training legislation. Managing learning and training records systems and highlighting retraining requirements in safety-critical skills and compliance areas. 
Generating enthusiasm and commitment to leadership and development frameworks and practices that contribute to an open culture environment that supports learning culture. Lead the learning and talent agenda with the passion to inspire the creation of a culture that encourages individuals and organizational learning. 
Ensuring that all employees and collective relationships between the organization and its employees are managed appropriately, within a clear framework underpinning the organizational culture, practices, policies, and ultimately by relevant law. In addition, working with employees and managers to ensure adherence to organizational values and behaviors in our everyday practices. Involving managers in defining and delivering cultural initiatives to embed trust, respect, and trainees in our everyday life. Working with senior management, create and implement initiatives to build a culture with associated behaviors and values focused on trust, respect and fairness into values and behaviors. In establishing the overall employee relations culture with organizational leaders, building trust, respect, and fairness between the organization and employees. Maintaining a relevant record system that will ensure all contractual and legal documentation with alignment to current legislation. Efficient in-service delivery and information, ensuring that a customer-focused Human resource service delivery excellence across the entire employee lifecycle. Applying exceptional process and project management to enable effective and cost-efficient service delivery, providing the organization with meaningful analytics to enable organizational improvement. Demonstrating the ability to analyze and understand data and information quickly. 
I am now able to use this information, insights, and knowledge in a structured way in identifying options, making recommendations, and robust, defendable decisions.   In addition, assessing the value of information and data before applying it to decisions.  Ensuring that the details and facts are correct, complete, and consistent, ensuring that conclusions are drawn from the information built on a firm foundation. Finally, the application of my judgment and criteria to adapt previous recommendations and experiences in the light of the current circumstances and the identification scope of my view and the views of others in decision-making.



















Informal Learning Concept
While both forms of learning programs can deliver content promptly on demand, however, the informal mode of learning is usually considered more convenient for the target audience, especially when it is tied with mobile-friendly courses and presentations. This sort of learning has enabled organizations to save time on tedious live training sessions, which tend to take time away from an employee’s productive hours. Informal learning facilitates the easier division of the target audience for on-demand content by allowing the learners to choose the information they wish to learn, instead of making them sit through the entire duration of the live training sessions where not all the topics delivered may be relevant for all. A learning concept that relates to this application has provided me with a good level of understanding and knowledge in adding value to the organization. Emphasizing the following objectives as Curiosity:  being more future-focused, inquisitive, and opened minded, seeking out evolving and innovative ways that could be beneficial to both parties, Decisiveness:  demonstrates the ability to analyze and understand data and information quickly,  Skilled Influencer:  Demonstrating the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organization value,  Personality credibility:  Ability to build and deliver professionalism through combining commercial and HR expertise to bring value to the organization and peers. Collaborative:  Ability to work effectively and inclusively with a range of people, both within and outside the organization. Driven to deliver:  Demonstrates determination, resourcefulness, and purpose in delivering high performance and positive outcomes, Courage to challenge: Now can show courage and confidence to speak effectively and skillfully, challenging others even when confronted with resistance or unfamiliar circumstances. Role Model: The ability to now lead by example, acting with integrity, impartiality, and independence, balancing personal, organizational, and legal parameters.  With the formal and informal educational learning gained throughout my academic, personal, and professional career. I see myself becoming a very successful business and family man in my community. With a master’s and a doctorate in Human Resource Management and Development, I can effectively and efficiently manage the operations of my Business. Additionally, the Business I hope to invest in is a  Training and Development Company, known as “D&L Professional Consultancy”. The main objective of my company is to provide consultancy services throughout the entire Turks and Caicos Islands, in support of all local businesses private and the public sector with their efforts positively responding to and addressing performance issues that negatively affect organizational performance and productivity. Our aim and objectives are to,
· Identifying  training needs and development of annual training plans
· Designing, developing, and acquiring training programs to be implemented within the specific organization
· Supporting immediate and long-term organizational goals and objectives by investigating  and evaluating  existing  training needs, ensuring  their successful implementation
· Providing support for any new training programs
· Working directly with management in the development of new employee orientation, Onboarding of new compliance officers.
· Interacting with employees in the direct application of training material
· Propose recommendations to management to address underperformance and when an employee is not meeting the standard requirements of the organization
Upon completing my studies,  I will be able to properly manage my finances, provide effective leadership and people development, assess, and reward performance, and provide strategic direction, competitive strategies, and resource capability. 




















Conclusion
 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 their 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.


















Recommendations
This chapter gives an overview of recommendations given for others to consider for future situations and for implementing the plan of this assignment. New initiatives should be delivered through local management. The assignment recommended that the organization implement an effective Performance Management and Appraisal System that will assist the organization in evaluating performance on a quarterly and annually basis. The system will also help in determining whether strategic goals and objectives are being met or not. The assignment also suggests the management should try as much as possible to build a work environment that attracts, retains, and motivates its employees to increase performance and work productivity.  Finally, management should provide a mechanism for managing employee expectations of both parties involved in this relationship. Ensure alignment of individual goals and objectives with that organization and coordinate efforts to achieve the goals. Understand what is expected from the incumbents, when it is expected, and what standard is expected. Determine whether performance objectives are being met. Understand the employees' critical areas of accountability. Make qualified decisions within the employees' competencies and avail them of learning and development opportunities to meet their performance targets competently.  Nevertheless, it can be concluded that management should 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 employee performance of the organization in terms of indicators and targets for efficiency, effectiveness, and impact. 

Specific objectives to be implemented include:
1. The establishment of a performance and learning culture. 
2. Encourage upward communication and the adaptation of a participative and democratic leadership style in alignment with the organization's strategic direction. 
3. Ensure that all jobholders know and understand what is expected of them. 
4. Promote interaction on performance between jobholders and their supervisors. 
5. Manage, and encourage jobholder’s development needs; evaluate performance fairly and objectively.  (Job Description and Job Specification)
6. Recognize fully effective and better performance categories and manage classes of performance that are not fully effective and lower. 

Limitations of the assignment
This research was limited to desk research only for the foreseeable future etc., in the wake of the current and changing legislation. The researcher had to reach most of the participants via email; this was one of the key challenges in collecting the primary data. The researcher considered a few alternative ways of obtaining data. In the wake of health challenges worldwide, research techniques such as face-to-face interviews or Focus Group discussions are no longer optional; the researcher had to consider alternative ways in more excellent qualitative research; innovative measures also had to be considered. 
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