Lecture 1. Introduction to Leadership, Management, Followership.

Learning objectives:

1.
Personal leadership and management experience in the context of academic and scholarly work.

2.
The nature and role of leadership.

3.
The differences between leadership and management.

4.
The differences between an employee, follower, and subordinate.

KeyTerms: follower, inspirational leadership, leader, managerial science, leadership art, pragmatism, subordinates, transformational leadership, leading, managing, associate, employee, subordinate. 
It is the leader’s singular responsibility to form a clear vision statement answering in one short sentence “What, Why, and How” the organization will reach an end state. 

Doing this provides employees with the direction, guidance, and purpose that motivate an organization’s stakeholders or group of followers to achieve an operational task or an overarching strategic concept.

Evaluating the effects of a vision statement on followers is important, as it provides leaders with an answer to how effective stakeholders are influenced in committing their effort to its accomplishment.

The governing ideas in forming a vision answer three critical questions for an organization: the “What?,” or organizational task; the “Why?,” or organization’s purpose; and “How?,” the organizations operational concept.
Leadership is about more than simply having followers; it is not a title, and it is not achieved by just following a few principles. Leadership is complex, though at its core, it is having the courage to make the right choices—not just the popular ones—engaging others in a vision, and empowering followers to pursue a shared purpose of achieving a positive, lasting impact.

The distinction and relationship between the leading and managing concepts proves challenging for both scholars and the business community. Management is a component of leadership, each having very distinct concepts in application.

Leadership requires the ability to conceptualize a vision and synchronize a staff activity to develop a long-range plan of action. This can be referred to as the art of leadership and can be extended into the science of management and supervision.
Leadership and management can occur in the same person at the same time, but they don’t necessarily have to coincide for either to be accurate descriptions of leadership or management behavior.

Leading demands a greater awareness of the big picture than managing does. That is, managing tends to be more a task or process focused, while leading tends to be broader in its focus.

Leading is more people oriented, whereas managing is more task or process oriented. Leading implies going someplace with others in tow. Managing, on the other hand, may include pushing people to the desired objective. Core components of the role of manager include demands, constraints, and choices. Demands and constraints are situational influences on leaders and affect the scope of the leader’s choices.
Leaders encourage employees to set specific goals and help set the direction for goal attainment and identify what steps are necessary to get there.

A follower is an employee who acknowledges the specified leader or manager who provides the guidance, direction, and purpose of an organization or group to accomplish a specified task or project, regardless of how much formal position, power, or authority the leader or manager possesses.
Personality Characteristics of Followers:

	1. Communication skills: It is important the follower has verbal and written skills to present clear recommendations to the leader.

	2. Team player: A follower’s collaborative nature is important for team stability and success.

	3. Prepared: At all times the follower should be at the right place, at the right time, with the right resources to complete the task.

	4. Skills and expertise: A follower must demonstrate skill and expertise in the areas he or she was hired. A leader will provide the task and purpose to the follower, but should not have to instruct the follower on “how” to accomplish the task.

	5. Identification with the leader: The followers should identify with the mission, vision, and intent of the organization, as well as being congruent with the organization’s values and code of ethics.

	6. Task commitment and effort: Once given a task, the follower should ensure it is completed on time and within the prescribed standard. It is important for the follower to seek guidance when needed and collaborate with the team to ensure the task is synchronized with other team members’ efforts.

	7. Satisfaction with job and leader: It is important to display a positive attitude during work. A follower’s understanding and control of  his or her Emotional Intelligence is important in the workplace. 

	8. Cooperation: Collaboration and Negotiation are two skills followers should have when working with others. No one person is as important as the next.

	9. Trust: The foundation of any dyadic leader to lead a relationship is based on trust. The leader must trust the followers’ words and deeds. 


Lecture Summary

The distinction between managing and leading presents a variety of behavioral and managerial concepts to study, as they pertain to how individuals lead to influence employees or manage projects within an organization. Sometimes the same terminology is used to refer to the same human behavior, yet in practice leadership and management focus on different practices and results. It is by understanding the distinction between managerial and leadership practices that we are able to better understand the roles and responsibilities each has.

The number of subordinate units in the direct leadership’s span of control influences the effectiveness and efficiency of both the leader and the organization. Because of this, a leader may want to limit their span of control to no more than five departments, divisions, or sections of an organization. A leader managing more than what they can directly influence might result in an ineffective management team and organization.

Managers are very capable experts within their professional field of study or skills and are involved in the day-to-day management science of supervision. In the end, the major contrast between a leader and a manager involves leadership art and management science. A leader’s ability includes being able to conceptually develop a strategic and operational direction and to fully understand behavioral science as it relates to their personality and leadership style and the exercise of people skills. The contrast is very important to understand with the limited scope managers have in mastering management science and their ability to properly supervise the employees under their charge.

Leaders identify with the entire purpose of the organization and the employees within it.

Leaders possess a conceptual ability to understand relationships among each managerial department and then articulate a strategic or operational plan that synchronizes all their actions to attain a long-term outcome. Leaders possess the ability to create this concept and then communicate a compelling vision for followers that excites and motivates them to action.

Leadership and management seem to interchange to a degree—that is, a leader becomes a manager when answering to his or her superiors. Likewise, a manager assumes leadership when directing a task or objective to his or her followers.

Leadership is about more than simply having followers; it is not a title, and it is not achieved by just following a few principles. Leadership is complex, though at its core, it is having the courage to make the right choices—not just the popular ones—engaging others in a vision, and empowering followers to pursue a shared purpose of achieving a positive, lasting impact.

Test your learning:

1. Distinguish between leadership and management.

2. Identify the nature and role of leadership.

3. What are the differences between an employee, follower, and subordinate?
Required  Readings:
1.
Haslam, S., Reicher, S., and Platow M. (2011). The new psychology of leadership: identity, influence, and power. NYC, NY: Taylor & Francis Psychology Press. 

Lecture 2. Developing Interpersonal Skills for Success.

Learning objectives:

1.
Personality traits:  how they impact leadership style and ability.

2.
The impact the Big 5 traits and emotional intelligence have on leadership effectiveness.

3.
The advantages and disadvantages in leadership associated with single- and double-loop learning.

4.
Theories of “worldview/governing variables” on one’s  openness to inquiry and change.

KeyTerms: Big 5, Emotional intelligence,  Myers-Briggs Type Indicator (MBTI), persuasion, skills, traits, worldview/governing variables, double-loop learning, single-loop learning. 

Interpersonal skills are one of the most important factors in leadership success. Inadequate interpersonal skills, especially in the areas of agreeableness/tact and openness to inquiry, can cause leader derailment (failure/removal).

The Big 5 traits can help predict successful leadership, and leaders should strive to appreciate these traits and the skills that derive from them.

Emotional intelligence can be viewed as the applied interpersonal skills and styles that derive from the Big 5 characteristics of extraversion, agreeableness/tact, and stability under stress.

The leader’s MBTI profile provides one way to help us see how we are “hardwired” to be naturally comfortable with, or cumbersome in, specific areas of the Big 5 and/or emotional intelligence.

The Big 5

It can be difficult to know where we stand if we do not perform some self-assessment of our weaknesses and strengths. A meta-analysis summary of research on effective leadership trait characteristics identifies leadership traits, which are beneficial to attain while working in, or toward, a leadership position in an organization. One of the first self-assessments/perspectives to consider is the “Big 5” set of personality traits. The assessment, developed by Paul Costa and Robert (Jeff) McCrae, looks at these five main personality traits: 

1. (O) Openness. Those who score high have overt levels of creative energy, curiosity, and insight into new ideas. They value critical feedback and are more prone to explore and act on entrepreneurial opportunities. Effective leaders tend to be somewhat moderate to high on openness traits. [8] Leaders who have low levels of openness usually struggle with change, find the impact of new information on recently made decisions very uncomfortable, and tend to shy away from innovations, improved procedures they see no use for, or critical personal feedback. In our scenario, Carol did not display openness to Bill’s feedback and perspectives.

2. (C) Conscientiousness. A high score on this trait implies a high level of thoughtfulness, meeting timelines and commitments, high impulse control, and good organization and orientation to detail. Those who score high on conscientiousness are predicted to have increased rates of effective leadership experiences. This is the second highest trait (next to extraversion) related to effective leadership. [9] Leaders with low levels of conscientiousness tend to view timelines and commitments as flexible and more negotiable than is appropriate for the situation. Furthermore, low conscientiousness leads to low trust and perceived procedural injustice by followers. In our scenario, Carol’s initial decision to make a deal with one person, while ignoring the domino impact on the other program coordinators, could be viewed as an example of both poor conscientiousness and poor impulse control.

3. (E) Extraversion. This trait includes the amount of excitability, sociability, talkativeness, and ability to assert one’s self. Extraversion also allows leaders to naturally navigate business and social situations with ease and comfort, especially with new people in new situations. High scores on extraversion are linked strongly to successful leadership abilities, more so than the other traits listed. [10] As the scenario described, Carol possessed high levels of extraversion. Those with low levels of extraversion are often viewed as sullen, uninterested in communication, insecure, and unsuitable to lead groups in problem solving and exploring unresolved issues.

4. (A) Agreeableness/tact. This dimension includes kindness, excellent timing when asked to critique ideas and activities, good emotional intelligence, a giving nature, and high levels of affection and ability to trust others. Agreeableness/tact is seen in leaders who can quickly assess a situation and ascertain what behavior or style is indicated and then act accordingly. They will avoid interrupting or being dismissive. Therefore, they will postpone critical comments until the time is right and use a persuasion style when critiquing an idea, position, plan, or worldview presented by others. “Shooting from the hip” is a style rarely, if ever, displayed by effective leaders. This trait is mildly linked to effective leadership skills. [11] In our scenario, Carol should have calmly listened to Bill’s concerns and promised to consider his thoughts and get back to him with her conclusions (also an example of openness and conscientiousness). Furthermore, Carol would have been wise to view Bill’s feedback as an example of loyalty to her, given both the risk he took to bring it up to her and how his concerns served to protect her from the repercussions of her decision to promote/recategorize only one of the program coordinators.

5. (N) Low neuroticism / stability under stress. Successful leaders have the ability to keep cool under pressure and not emotionally escalate situations that involve receiving critical feedback and/or unexpected information. This coolness and grace is especially evident while receiving opinions and advice that imply leader mistakes, oversights, or poor judgment. Successful leaders will also know when a situation demands their complete attention, when doing nothing is not an option, and when the needs of others outweigh their own needs or comfort.

Conversely, people high in neuroticism tend to be unstable emotionally, especially during stressful situations. They may view critical/constructive feedback as a personal attack and as unsupportive and can be overfocused on image or impression management. They are likely to become defensive, may confuse loyalty with ubiquitous agreement, are more often depressed, and report more anxiety than those that score low on this trait. [12] In our scenario, Carol showed very high levels of neuroticism in her reaction to Bill’s feedback and concerns. She was defensive and seemed worried about giving the impression that she knew everything there was to know and that she didn’t need anyone to help her assess a situation, especially a peer with a doctorate degree.

Understand and apply the concept of single- versus double-loop learning to leadership skills. The development of leadership skills involves many of the same concepts, steps, and bravery required of individuals engaged in successful psychological counseling and personal change endeavors. Single-loop learners are likely to have high levels of neurosis, defensiveness, and resistance to change. Single-loop learners are more likely to see accountability as a form of oppression.

Lecture Summary
Effective interpersonal skills for leadership can be learned or perfected, and they derive from emotional intelligence.

The Big 5 is a useful categorization scheme of identifying and evaluating effective leadership traits and skills.

The MBTI is one personality assessment to help us self-assess and reflect on how we are naturally skilled or value certain communication, decision-making, judgment, interaction, and data collection styles.

Worldview/governing values have significant impact on our ability to improve our interpersonal skills.

Inattention to our interpersonal skills will increase the likelihood of leadership failure (derailment).

Single-loop learning is a common process for avoiding responsibility for mistakes, the need for change, and altering dysfunctional worldviews/governing variables. 
Test your learning:

1.
How personality traits impact leadership style and ability?.

2.
Define the impact the Big 5 traits have on leadership effectiveness.

3.
What are the advantages in leadership associated with single- and double-loop learning.

Required  Readings:
1.
Daft, R. (2014) Leadership experience (6th ed).  Stamford, CT: Cengage Learning Press. 

2.
Rothstein M. and Burke R. (2010). Self-Management and Leadership Development. Cheltenham, UK: Edward Elgar Publishing LTD. 

Lecture 3. Effective Decision Making.

Learning objectives:

1.
Various decision-making models.

2.
Faulty decision-making types.

Key Terms:  distributive justice,  procedural justice, rational decision-making model, 

analysis paralysis, intuition, vroom-jago model, overconfidence effect, framing bias, illusion of control, sunk cost bias, status quo bias.
The rational decision-making model is an eight-step model which asks the decision maker to go through a series of steps to determine the end decision result. The steps consist of: Identify problem, Establish decision criteria, Weigh decision criteria, Generate alternatives, Evaluate alternatives, Choose the best alternative, Implement decision, and Evaluate the decision.
DeBono’s Six Hats model is another useful decision-making tool. The six hats provide us with perspectives from six different perspectives. For example, the white hat helps us look at the facts of the situation. The red hat helps us look at the emotional aspect of the problem or solution. The black hat helps us to look at the negatives of the solution, while the yellow hat helps us think about the positives of the solution. The green hat allows us to come up with potential solutions or courses of action, while the blue hat helps us manage the process of making the decision.
Vroom-Jago model assists us in determining by which method we should make a decision; for example, autocratically, consultatively, or as a group. It utilizes a decision tree to help us make the decision.  
Intuition can be a valuable tool in decision making, in that it includes all data a person has learned.  
Quinn’s seven factors, known as logical incrementalism, are an excellent tool for foreshadowing the potential impact of decisions.
Many types of bias can exist when making decisions. For example, overconfidence bias, framing bias, illusion of control, sunk cost bias, status quo bias, and availability bias. We should look for these biases and be aware of them when making leadership decisions. 
Lecture summary
The rational decision-making model is an eight-step model that asks the decision maker to go through a series of steps to determine the end decision result. The steps consist of: Identify problem, Establish decision criteria, Weigh decision criteria, Generate alternatives, Evaluate alternatives, Choose the best alternative, Implement decision, and Evaluate the decision.

DeBono’s Six Hats model is another useful decision-making tool. The six hats provide us with perspectives from six different perspectives. For example, the white hat helps us look at the facts of the situation. The red hat helps us look at the emotional aspect of the problem or solution. The black hat helps us to look at the negatives of the solution, while the yellow hat helps us think about the positives of the solution. The green hat allows us to come up with potential solutions or courses of action, while the blue hat helps us manage the process of making the decision.

The Vroom-Jago model assists us in determining by which method we should make a decision; for example, autocratically, consultatively, or as a group. It utilizes a decision tree to help us make the decision.  

Intuition can be a valuable tool in decision making, in that it includes all data a person has learned.  

Kotter’s change process model consists of eight steps that can help us, as leaders, understand how we can “cement” decisions we have made to become part of our company’s organizational culture. 

Many types of bias can exist when making decisions. For example, overconfidence bias, framing bias, illusion of control, sunk cost bias, status quo bias, and availability bias. We should look for these biases and have an awareness of them when making leadership decisions.
There are many causes of resistance to change. They can include organizational, group, and individual causes. For example, inertia, culture, structure, lack of rewards, and poor iming are organizational causes.

Group causes in resistance to change can include group norms, group cohesion, and leadership. Individual causes might include fear of the unknown, job security, fear of failure, and individual personality traits.

Groupthink occurs when the members of a group are so concerned about maintaining a level of agreement that they fail to evaluate all options.  Groupthink sometimes occurs ecause individuals are afraid to be viewed as a “nonteam” player, so they don’t speak up, even if they feel a wrong decision is being made. 

To avoid groupthink in decision making, we should make sure we know end-state objectives and goals, explore all alternatives, encourage all ideas to be challenged without fear of reprisal, examine all risks, ensure enough information to make a good decision, and create contingency plans. 

As leaders, we can utilize a number of techniques for group decision making including the nominal group technique, decision trees, and consensus decision making.
Test your learning:

1.
Define and distinguish various decision-making models.

2.
What are faulty decision-making types?
3.
Describe the DeBono’s Six Hats model.

Required  Readings:
1.
Haslam, S., Reicher, S., and Platow M. (2011). The new psychology of leadership: identity, influence, and power. NYC, NY: Taylor & Francis Psychology Press. 

2.
Rothstein M. and Burke R. (2010). Self-Management and Leadership Development. Cheltenham, UK: Edward Elgar Publishing LTD. 

Lecture 4. Motivation as a Responsibility of Leadership.


Learning objectives:

1.
Why employees may not be satisfied at work.

2.
How the human motivation theories apply to employees of a company.

3.
The strategies leaders can use to retain employees.

Key terms: motivation factor, hygiene factor, theory x manager, theory y manager, exit interview, job descriptive index (jdi), performance appraisal, succession planning, leader-member exchange theory (lmx), outcome fairness, procedural justice, job enrichment, job enlargement, employee empowerment.
The theory of job withdrawal explains the process an employee goes through when they are not motivated, or happy, at work. There are many motivation theories that attempt to explain employee motivation or lack of motivation at work.

The Hawthorne studies were a series of studies beginning in 1927 that initially looked at physical environments but found that people tended to be more motivated when they felt cared about. The implications to retention are clear, in that employees should feel cared about and developed within the organization by their leaders.

Maslow’s theory on motivation says that if someone already has a need met, giving them something to meet more of that need will no longer motivate. Maslow divided the needs into physiological, safety, social, esteem, and self-actualization needs. Many leaders only motivate based on the low-level needs, such as pay. Development of training opportunities, for example, can motivate employees on high-level self-actualization needs.

Herzberg developed motivational theories based on actual motivation factors and hygiene factors. Hygiene factors are those things that are expected in the workplace and will demotivate employees when absent but will not actually motivate when present. If managers try to motivate only on the basis of hygiene factors, turnover can be high. Motivation on both of these factors is key to a good retention plan.

McGregor’s theory on motivation looked at managers’ attitudes toward employees. He found that theory X managers had more of a negative view of employees, while theory Y managers had a more positive view.

The carrot-and-stick approach means a leader can get someone to do something by prodding or by offering some incentive to motivate them to do the work. This theory implies these are the only two methods to motivate, which, of course, we know isn’t true.

There are a number of ways to measure employee satisfaction such as exit interviews and employee surveys.

Salary and benefits are a major component of what leaders can do to motivate employees. Consistent pay systems and transparent processes are important considerations.

Many companies offer paid tuition programs, reimbursement programs, and in-house training to increase our skills and knowledge.

Performance appraisals provide an avenue for feedback and goal setting. They also allow for us to be recognized for our contributions.

Succession plans allow leaders the ability to show employees how to continue their career with our organization, and they clearly detail what we need to do to achieve career growth.

Flextime and telecommuting are options some companies use as motivators. These types of plans allow employees flexibility when developing schedules and some control of their work. Some companies also offer paid or unpaid sabbaticals to allow employees to pursue personal interests after a certain number of years with the company.

Since one of the reasons people are dissatisfied at their job is because of the relationship with their manager, we should be keenly aware of how we treat our employees.

Some companies may change the job through empowerment or job enlargement to help grow employee skills.

Creation of a good company culture is an important aspect to motivation, as is effective delegation of tasks.

Other, more unique ways leaders try to retain employees might include offering services to make the employee’s life easier, such as dry cleaning, daycare services, and on-site yoga classes.

Test your learning:

1.
What are reasons of employees’dissatisfaction at work?
2.
How the human motivation theories apply to employees of a company?
3.
Explain the strategies leaders can use to retain employees.
Required  Readings:
1.
Komives, S.R., Lucas, N., & McMahan, T.R. (2013). Exploring Leadership: For College Students Who Want to Make a Difference (3rd ed.). San Francisco, CA: Jossey-Bass.

2.
Heifetz, R. A., & Linsky, M. (2002). Leadership on the line: Staying alive through the dangers of leading. Boston, MA: Harvard Business School Press.

Lecture 5. Building Teams, Adaptive and Situational Leadership, and Leadership Power 
Learning objectives:

1.
Building teamwork and cohesion are measures of the organization’s leadership climate.

2.
Adaptive personal leadership behaviors.

3.
Personal and position power.

4.
The elements of power as a leader.

Key Terms: leadership climate, enrichment stage, formation stage, sustainment stage, adaptability, adaptive culture, coercive power, ecological power, expert power, information power, legitimate power, personal power, position power referent power, reward power.  
The team you are leading may be part of a larger formally structured company team or a more loosely defined, unstructured volunteer team. In every case, the teams will be unique to the mission they are charged to execute, with the one leadership constant involving the formation, enrichment, and sustainment of the team effort.

The formation stage of team building identifies the kind of leader you are. It involves receiving, orienting, and sharing the values and standards of the company, as well as sharing the vision, mission, and operational intent; providing the standard operating procedures the team uses; and highlighting the organizational history. Each of these areas plays a part in achieving employee buy-in to the team goals and organizational vision and mission. This stage is crucial to making team members feel fully accepted. Good sponsorship of a new team member is important and makes the difference between the success or failure of the new arrival’s integration with the entire team.

Three areas of the enrichment stage include the leader’s actions, training, and the team’s development during the conduct of operations. Leaders’ actions include learning how to trust by listening, following up on what they hear, establishing clear lines of authority, and setting standards. Taking care of team members is essential during this stage.

During the sustainment stage, employees identify with “their team.” They develop ownership, take great pride in the team’s accomplishments, and continually work for team success. At this stage, employees will do what is necessary without being directed to do so. Every new mission gives the leader a chance to strengthen bonds and challenge the team to reach for new accomplishments. The leader develops employees because he or she knows they will be tomorrow’s team leaders.

The leadership climate is directly attributable to the leader’s values, expertise, and behaviors. Leaders shape the team climate of the organization, regardless of the size of any particular team. It is recommended that the leader assess the climate within ninety days of building the team.

Effective organizations require teamwork based on individual trust and cohesion laterally and vertically within the organization. The mix of skills will dictate the need to keep versatility in planning functions. Forming the team may be an ongoing annual process. One of the early challenges facing leaders with high turnover is keeping a cohesive team together once it is formed. Only then can you meet the enrichment and sustainment stages of moving the team forward.

Adaptability involves the leader’s ability to recognize changes in the organization’s environment, identified as the area of operation/responsibility or area of influence your organization works in.

Complex adaptive systems are used to explain how emergent processes can facilitate adaption by organizations to turbulent environments. 

Complexity theory involves interacting units that are dynamic (changing) and adaptive, and the complex pattern of behaviors and structures that emerge are usually unique and difficult to predict from a description of the involved units.

Developing an adaptive culture represents a leadership belief or value in actively monitoring the area of operation/responsibility and influence for emerging opportunities and threats and then adapting to them in a manner that solves the unique environmental situation that presents itself to the leader.

Being an adaptive leader includes the ability to recognize changes in the environment, identify the critical elements of the situation presented to the leader, and make the appropriate decision to mitigate the situation presented. Deciding to adapt is as important as determining how to adapt.

Leaders must dually be cognizant of, and adapt to, evolving threats to the organization and the people they serve, take advantage of innovations (technological, procedural, etc.), and adjust to societal changes.

Personal power includes expert and legitimate power as subcategories. Position power includes legitimate, reward, coercive, information, and ecological power. Personal power is derived from followers and is based on the leaders’ or particular followers’ behaviors in terms of the amount of referent and expert power they possess.

Position power is derived from executive leaders, and it is delegated down the chain of command as best represented in government and military organizations. A leader who holds a legitimate position of authority has more potential to influence than an employee who is not in a position of legitimate authority.

Power lodges itself somewhere in the organization, and if the leader is not aware of what or how to use his or her personal and position power, followers will surely take the opportunity to leverage and fill any power gap the leader leaves. Because of a misunderstanding regarding what personal and position power leaders possess and how to use it, there is often no clear succession of position power or order among organizations. 

This leaves us with the issue that “employees” (followers or subordinates) will take power away from an individual or group they dislike and inadvertently empower other people they like less. 

In worst-case scenarios, power may lodge in an organization that does not have a legitimate leader. When this occurs, the organization may become less efficient and effective as there is no formal chain of leadership from executive to the lowest legitimate power level of the organization to communicate essential information.

The source of power for a manager is different from the source of power for a leader. Managers derive power from the formal authority vested in them. Managers often possess the ability to negatively impact the lives of subordinates through schedule changes, hour reductions, and various punishments up to, and including, termination. Managers make decisions and expect subordinates to follow the rules and ask few questions. When things go right, managers take all the credit.

Leaders, by contrast, derive power from the charm and allure they possess. Leaders are able to influence others through their charismatic style; followers naturally seek to assist and support these types of leaders. Although they may hold no formal authority over followers, leaders, nonetheless, wield significant power. By appealing to the emotions of followers, leaders excite passion and devotion in those whom they lead.

Power is directly related to relationship building and has two parts. 

· One part of leadership power is held over the follower or subordinate, representing the degree to which the employee is dependent on the leader for something he or she has that the employee cannot obtain from other sources. 

· The second part is the employee’s power over the leader, which is the degree to which the leader is dependent on the employee for something he or she has that the leader wants and cannot readily obtain from other sources.

Political power occurs when people choose their words and actions based on how they want others to react rather than based on what they really think.

Test your learning:

1.
Is it important to build teamwork?
2.
What is an adaptive personal leadership?.

3.
Identify personal and position power and describe their elements.

Required  Readings:
1.
Haslam, S., Reicher, S., and Platow M. (2011). The new psychology of leadership: identity, influence, and power. NYC, NY: Taylor & Francis Psychology Press. 

2.
Rothstein M. and Burke R. (2010). Self-Management and Leadership Development. Cheltenham, UK: Edward Elgar Publishing LTD. 

Lecture 6.  Leadership Theories and Styles.
Learning objectives:

1.
Personal leadership characteristics, traits and attributes.

2.
Leadership theories that best fit one’s  leadership personality.

3.
Personal leadership behaviors.

4.
Defining student’s leadership behaviors.

There are several theories to review in the study of leadership. Each author conducting a study on a particular leadership theory provides a unique conceptualization or perspective of how leadership is defined in its application of theory. This section classifies leadership theories according to the types of variables that are most emphasized in a selected theoretical approach. Leadership variables are often classified in terms of three characteristics—namely, those of the leader, follower, and the situation. The “Key Variables in Leadership Theories” sidebar identifies the key variables of each leadership theory and its corresponding characteristics.

This section discusses five approaches to the study of leadership. They are the trait, behavioral, power-influence, situational, and integrative approaches. No theoretical approach in and of itself guarantees leadership success. Instead, a variety of leadership methods should be used to achieve leadership success. However, research explains the progress in discovering how leadership theories relate to the exercise of leadership with regard to the leader, the follower, and situational characteristics.

Approaches to Leadership Theory. Trait Approach.
Trait approach theories study any exceptional or distinct qualities differentiating the leader from the followers, with the implication that it should be possible to identify a leader based on those traits. Most research in this area, beginning in the 1940s, focused on the individual traits and consequences of the leader’s behavior in displaying specific traits. Chapter 3 “Leadership Theories and Styles” gives detailed reviews of performance evaluations using the Leadership Practices Inventory (LPI) as an example of looking at the combination of traits and personalities that form a leader’s character. Barnard M. Bass [1] conducted a mega study using fifty-two organizational surveys. In reviewing these surveys, he identified trait factors that appeared three or more times in any one organizational survey identifying a comprehensive list of traits used by organizational leaders (see the sidebar “Bernard Bass Trait Factors Appearing in Three or More Leadership Studies”). Also highlighted in Bass’s work is whether the leader or employee possesses one or more specific traits that lend to or detract from achieving organizational success.

From leadership theories are born leadership styles. The term leadership styles is used to identify the leader’s interaction with followers and/or a situation requiring a leadership action. In effect, a leadership style is a combination of interpersonal skills and traits that form a leader’s character as judged by the follower or subordinate.

Several leadership styles are used to influence the cognitions and behaviors of followers to accomplish the tasks necessary for the organization to attain its mission and vision. Each style provides a unique approach identifying what leaders say and do to influence followers or subordinates. This section aims to identify the difference in leadership behavior and unique perspectives of how a leader or manager defines and applies his or her personal style to any leader-to-led situation. To accomplish this, eight definitions and their ensuing characteristics are used to determine each of the following styles: autocratic leadership, charismatic leadership, democratic leadership, inspirational leadership, laissez-faire leadership, servant leadership, transactional leadership, and transformational leadership. These eight leadership styles can be considered the main styles leaders and managers use to influence employee behavior and cognitions.

Leadership styles are developed from a combination of personal traits, skills, and behaviors used to interact with followers. Understanding the leadership behavior pattern of traits and skills is the central component to characterizing the leader’s method used to influence action among followers.

Charismatic leadership is a transitory phenomenon that is often sustained by capitalizing on crisis situations where the leader can identify with the followers who perceive him or her to be extraordinary during a period of crisis. The positive side of charismatic leaders is that they have a socialized power orientation seeking to instill devotion to ideology more than to themselves. In terms of the influence process, they emphasize internalization rather than personal identification. Self-sacrifice and leading by example are also used to communicate commitment to a strong sense of shared values, a strategic vision, and operational mission to promote the organization and not the individual.

Inspirational leadership is often considered a component of transformational leadership. Inspirational leadership involves the use of influence tactics that involve an emotional or value-based appeal.

The dark side of charisma involves a leader who is overdependent on his or her charismatic style. These leaders can be viewed as narcissistic and promoting highly self-serving and grandiose goals. Narcissistic charismatic leaders will commonly focus on self-glorification and self-transcendence motives.

Lecture summary

No one theoretical approach guarantees leadership success. Research indicates that no single theory can explain leadership thoroughly nor, when applied, can any theory guarantee leadership success.

The study of leadership involves three key variables identified as the leader, the followers (or subordinates), and the situation. Each of the three variables display unique characteristics identified in each of the five theoretical leadership theory approaches (trait, behavioral, power-influence, situational, and integrative).

Leadership styles are developed from a combination of personal traits, skills, and behaviors used to interact with followers. Understanding the leadership behavior pattern of traits and skills is the central component to characterizing the method a leader uses to influence follower action in eliciting a desired response.

Understanding how leadership styles impact followers is important in the maintenance and morale of the organization. Leaders can maintain flexibility in developing a unique approach to leadership to become more effective. By understanding the eight definitions and their ensuing characteristics (autocratic, charismatic, democratic, inspirational, laissez-faire, servant, transactional, and transformational), leaders and managers can influence employee behavior and cognitions to achieve the organization’s mission.

Charismatic leadership is a transitory phenomenon that is often sustained by an evolving crisis situation where the leader can identify with followers who perceive him or her to be extraordinary during the period of a crisis. The positive side of charismatic leaders is that they have a socialized power orientation seeking to instill devotion to ideology more than to themselves. In terms of the influence process, they emphasize internalization rather than personal identification. Self-sacrifice and leading by example are also used to communicate commitment to a strong sense of shared values, a strategic vision, and operational mission to promote the organization and not the individual.

Inspirational leadership is often considered a component to transformational leadership. Inspirational leadership involves the use of influence tactics that involve an emotional or value-based appeal.

The dark side of charisma involves a leader who is overdependent on his or her charismatic style. These leaders can be viewed as narcissistic and promoting highly self-serving and grandiose goals. Narcissistic charismatic leaders will commonly focus on self-glorification and self-transcendence motives.

Test your learning:

1.
What are personal leadership characteristics, traits and attributes?
2.
Explain main leadership theories.

3.
What personal leadership behaviors can you enlighten?
Required  Readings:

1.
Komives, S.R., Lucas, N., & McMahan, T.R. (2013). Exploring Leadership: For College Students Who Want to Make a Difference (3rd ed.). San Francisco, CA: Jossey-Bass.
2.
Daft, R. (2014) Leadership experience (6th ed).  Stamford, CT: Cengage Learning Press. 

Lectures 7-8. The Leader’s Responsibility for Setting Organizational Direction.
Learning objectives:

1. The nature and role of vision.

2.
The vision statement development process.

3.
How a clear and well-communicated vision statement can benefit employee or subordinate activities.

4.
The nature,  role, and components of a mission statement.

Key Terms:  swot analysis, commitment, enrollment, leader’s intent, mission statement, stakeholders, vision statement.

Stakeholders need to know and understand what and why the organization is moving in a short- or long-term direction. If the vision, mission, and intent influence the intrinsic motivation of the stakeholders (including the executive leadership, management teams, employees, and in some cases investors and customers), the organization might receive commitment to achieve the leadership direction of the organization.

The method used to develop the mission, vision, and goal statement is extremely important and is the leader’s responsibility. The process begins with the leader, as it is her or his responsibility alone to ensure that, once completed, these statements are known and understood to the organization’s stakeholders and are executed.

Communicating sound vision, mission, and intent statements influence employees’ attachment to an organization to the point where individual employee performance can influence creative and innovative thoughts and actions.

It is the leader’s singular responsibility to form a clear vision statement answering in one short sentence “What, Why, and How” the organization will reach an end state. Doing this provides employees with the direction, guidance, and purpose that motivate an organization’s stakeholders or group of followers to achieve an operational task or an overarching strategic concept.

Evaluating the effects of a vision statement on followers is important, as it provides leaders with an answer to how effective stakeholders are influenced in committing their effort to its accomplishment.

The governing ideas in forming a vision answer three critical questions for an organization: the “What?,” or organizational task; the “Why?,” or organization’s purpose; and “How?,” or the organization’s operational concept.

Each organization is unique in what they do and why they do it. The purpose and reason for the organization’s existence should clearly be reflected in its vision and mission statements. Leaders take responsibility for the development of these two key aspects that unleash the human potential of their organization and draw customers to their side. This allows the organization to obtain a competitive advantage because stakeholders have a heightened sense of purpose to develop intrinsic motivation by seeing their organization’s success as their own.

A clear mission statement describes the central tasks and prioritizes the organization’s effort. Developing a mission statement provides the future direction of the organization and is a constant reminder to employees about the purpose of their efforts.

For any organization, the mission statements answer the most basic of questions: What does our business do and why do we do it? Put another way, what goals (tasks) are we focusing on and what is the purpose or scope of the organization’s operations in terms of product or service?

Developing and evaluating the impact of a mission statement on all stakeholders is important. Organizational stakeholders may focus on the task or what the product does, but customers view the product in accomplishing a particular purpose to meet their individual needs. Differentiating the product in these terms makes the organization’s mission statement unique to a particular profession or industry.

Intent describes the end state and key tasks that, along with the mission, are the basis for empowering subordinates’ initiative to accomplish the vision and mission.

Leaders use intent statements to explain a broader conceptual purpose beyond that of the mission statement, which focuses on who, what, when, where, and why an organization is focused in a certain direction. Intent explains what the leader considers  the scope of the strategy or the operation entails from the beginning of the operation, during the execution, and what the organization will look like or how the organization will be postured upon completion of the strategy or operation.

The goal of having an intent statement is for the leader to espouse a common understanding of his or her strategic or operational concept before it begins, during its execution, and after the company attains the vision and mission   of the organization. It is an effort for stakeholders to know, understand, and share in attaining the overarching company goals and company vision before the staff plans the strategic and operational direction. An intent statement also helps subordinate organizational leaders and management staff to understand how best to support sub-organizations within the company.

The importance of developing a vision, mission, and intent statements of an organization is to attain the following benefits:

· Ensure synchronization of purpose within the organization.

· Identify the end-state vision statement; the mission statement’s who, what, when, where, why; and the intent’s overarching view of the vision and mission statements into how (i.e., the strategic or operational concept) these will be accomplished.

· Serve as a focal point for stakeholders to personally identify with the organization’s purpose and direction and to keep them within the leader’s intent and empower them to take action in the absence of the leader’s physical presence.

· Facilitate a framework of understanding of organizational goals to the appropriate stakeholders in the organization.

· Articulate the leader’s organizational purpose into goals that meet the mission and vision.

Test your learning:

1.
Define the nature and role of vision.

2.
Clarify the vision statement development process.

3.
How a clear and well-communicated vision statement can benefit employee or subordinate activities?
Required  Readings:
1. Heifetz, R. A., & Linsky, M. (2002). Leadership on the line: Staying alive through the dangers of leading. Boston, MA: Harvard Business School Press.
2. Haslam, S., Reicher, S., and Platow M. (2011). The new psychology of leadership: identity, influence, and power. NYC, NY: Taylor & Francis Psychology Press. 

 Lecture 9. Developing Employees as Followers.

Learning objectives:

1.
The steps in the selection process. 

2.
The components of an effective training program.

Key Terms: employee orientation, in-house training program, mentor, career development program, selection process, internal candidate, external candidate, unstructured interview, structured interview, halo effect, cognitive ability test.
The selection process refers to the steps involved in choosing someone who has the right qualifications to fill a current or future job opening. There are five main steps in the selection process. First, criteria are developed to determine how the person will be chosen. Second is a review of the applications and résumés, often done via a computer program that can find keywords. Next is interviewing the employee. The last steps involve testing, such as a personality test or drug test, and then finally, making the offer to the right candidate.

The first step in selection is to begin reviewing résumés. Even before you do this, though, it is important to develop criteria that each candidate will be measured against. This can come from the job description as well as the job qualifications.

Other tools, such as cognitive ability tests, credit checks, and personality tests, can be used to determine qualifications. When developing your criteria for interviewing, determine the level the applicant needs to meet the minimum criteria; for example, a minimum score on a personality test.

Setting criteria before the interview process starts ensures that disparate impact or disparate treatment does not occur in the interview process. When hiring, there is the option of internal and external candidates. Each has its own set of advantages and disadvantages. Internal candidates may be able to “hit the ground running,” but external candidates may come in with new perspectives.

Traditional, telephone, panel, informational, meal, group, and video are types of interviews. A combination of several of these may be used to determine the best candidate for the job. A structured interview format means the questions are determined ahead of time, and unstructured means the questions are based on the individual applicant.

Interview questions can revolve around situational questions or behavioral questions. Situational questions focus on asking someone what they would do in a given situation, while behavioral questions ask candidates what they have done in certain situations.

Interview questions about national origin, marital status, age, religion, and disabilities are illegal. To avoid any legal issues, it is important for interviewers to be trained on which questions cannot be asked. The halo effect, which assumes that one desirable trait means all traits are desirable, should also be avoided.

Developing a rapport, being honest, and managing the interview process are tips to having a successful interview. Once the interview process is complete, some companies use other means of measuring candidates through the use of various employment tests.

Facebook, Twitter, and other social networking websites are also used to gather information about a candidate. Calling references is another option. Every person interviewing the candidate should have a selection model; this method utilizes a statistical approach as opposed to a clinical approach.

The manager’s job isn’t finished once the selection is made. The next step is to actually make the offer. This step is important, because if it isn’t done properly, you could lose the candidate or have ill feelings at the onset of the employment relationship. Leaders should be aware of any union agreements as they pertain to hiring,

Examples of behavior description interview questions might include the following:

1. Tell me about a time you had to make a hard decision. What type of thought process did you use to make this decision?

2. Give an example of how you handled an angry customer.

3. How do you show leadership and initiative in your current or past job? What would be an example of a situation in which you did this?

4. What accomplishments have given you the most pride and why?

5. How do you plan to meet your career goals?

Employee training and development is the framework for helping employees develop their personal and organizational skills, knowledge, and abilities. Training is important to employee retention.

There are four steps in training that should occur. Employee orientation has the purpose of welcoming new employees into the organization. An effective employee orientation can help reduce start-up costs, reduce anxiety for the employee, reduce turnover, save time for the supervisor and colleagues, and set expectations and attitudes.

An in-house training program is any type of program in which the training is delivered by someone who works for the company.

A mentor form of training pairs a new employee with a seasoned employee. A mentor program for training should include a formalized program and process.

External training is any type of training not performed in-house; part of the last training step, external training can also be ongoing. It can include sending employees to conferences or seminars for leadership development or even paying tuition for a class they want to take.

Test your learning:

1.
Outline the steps in the selection process. 

2.
Call the components of an effective training program.
3. How do you plan to meet your career goals?
Required  Readings:
1.
Rothstein M. and Burke R. (2010). Self-Management and Leadership Development. Cheltenham, UK: Edward Elgar Publishing LTD. 

Lecture 10. The Ethical Leader.
Learning objectives:

1.
The levels of ethics and how they relate to leadership.

2.
The difference between something illegal and unethical. 

3.
The models for ethical decision making in leadership.

4.
The levels of social responsibility in business.

Key terms: ethics, values, stakeholder, code of conduct, whistleblower, utilitarian approach, rights approach, virtue approach, social responsibility, isr (individual social responsibility).

Ethics is defined as a set of values that define right and wrong. Values are standards or principles that a person finds desirable. There are four levels of ethical issues. First, societal issues deal with bigger items such as taking care of the environment, capitalism, and embargos. Sometimes companies get involved in societal-level ethics based on their company policies—for example, not using child labor in overseas factories. The second level of ethical issues is stakeholder issues. These are the things that a stakeholder might care about, such as product safety. Internal policy issues are the third level of ethical issues. This includes pay and how employees are treated. Personal issues, our last level of ethical issues, refers to how we treat others within our organization.

There are sources of personal ethics and sources of company ethics. Our personal sources of ethics may come from the models we had in our childhood, such as parents, or from experiences, religion, or culture. Leaders use values statements and codes of ethics to ensure everyone is following the same ethical codes, since ethics vary from person to person.

We can use a variety of models and frameworks to help us in ethical decision making. For example, one such model is the Twelve Questions Model. This model encourages us to ask questions such as who this decision affects to determine the best ethical choice.

Josephson’s model consists of seven steps. They include stop and think, clarify goals, determine facts, develop options, consider consequences, choose, and monitor/modify.

Another model discussed has the following steps: identify the problem, identify the potential issues involved, review relevant ethical guidelines, know relevant laws and regulations, obtain consultation, consider possible and probable courses of action, list the consequences of the probable courses of action, and decide on what appears to be the best course of action.

Philosophers look at ethical frameworks following a utilitarian approach, common good approach, rights approach, and the virtue approach. These approaches provide a framework for sound ethical decision making.

Social responsibility is defined as the duty of business to do no harm to society.

There are four levels of social responsibility: economics, or the responsibility of the business to be profitable; the responsibility to meet the legal obligations—businesses must comply with the law and regulations; companies have a responsibility to act ethically and morally and to choose the action that causes the least, if any, harm; and finally, philanthropic responsibility is the idea that businesses should give back, either in time, money, or goods, to the community in which they serve.

People used to believe that the relationship between social responsibility and the community was an inverse one, where if companies benefited society, it came at economic cost to them. Recent research has pointed out that in fact creating shared value (CSV) actually benefits both parties and not at a cost to one or the other.

ISR or individual social responsibility refers to our awareness of how our actions affect the community as a whole. ISR can include volunteering time, giving money, and standing up for issues that affect the rights of others.

Test your learning:

1.
Explain the levels of ethics and how they relate to leadership.

2.
Could you define the difference between something illegal and unethical?
3.
What are the levels of social responsibility in business?
Required  Readings:
1. Komives, S.R., Lucas, N., & McMahan, T.R. (2013). Exploring Leadership: For College Students Who Want to Make a Difference (3rd ed.). San Francisco, CA: Jossey-Bass.
2. Daft, R. (2014) Leadership experience (6th ed).  Stamford, CT: Cengage Learning Press.
Lecture 11. Operational Leadership Considerations.

Learning objectives:

1.
The components of company culture. 

2.
Why diversity is important in successful management?

3.
Various types of laws leaders should be concerned about, as they relate to employees.

3.
Stress and the types of stress that can impact both employer’s and employees’ work performance.

4.
Power positioning techniques in leadership.

Key terms: company culture diversity, multiculturalism, cultural competency, public policy exception, stress, acute stress, chronic stress, eustress, power, influence, psychological capital.
Company culture is the shared values of the organization. Company culture should be built upon the mission and values of the organization. Focusing in areas such as living the mission, trusting employees to take risks, creating a fun and interesting visual environment, and allowing employee opinions is an important aspect to creating company culture.

Diversity is the real or perceived differences between individuals. This can include race, gender, sexual orientation, size, cultural background, and much more. Multiculturalism is a term that is similar to diversity, but it focuses on development of a greater understanding of how power in society can be unequal due to race, gender, sexual orientation, power, and privilege.

Power and privilege is a system of advantages based on one’s race, gender, and sexual orientation. This system can often be invisible (to those who have it), which results in one race or gender having unequal power in the workplace. Of course, this unequal power results in unfairness, which may be of legal concern.

Diversity is important to the success of organizations. Many studies have shown a direct link between the amount of diversity in a workplace and the company’s success.

The employment-at-will principle means that an employer can separate from an employee without cause, and vice versa. Even though we have employment at will, a wrongful discharge can occur when there are violations of public policy, an employee has a contract with an employer, or an employer does something outside the boundaries of good faith.

A constructive discharge means the conditions are so poor that the employee had no choice but to leave the organization. A retaliatory discharge is one that occurs if an employer fires or lays off an employee owing to a charge the employee filed. For example, if an employee files a workers’ compensation claim and then is let go, this could be a retaliatory discharge.

The privacy of employees is an issue that HR must address. It is prudent to develop policies surrounding what type of monitoring may occur within an organization. For example, some organizations monitor email, computer usage, and even postings on social network sites. Drug testing is also a privacy issue, although in many industries requiring safe working conditions, drug testing can be necessary to ensure the safety of all employees.

A union is a group of workers who decide to work together toward a collective bargaining agreement. This agreement allows workers to negotiate as one, rather than as individuals. The process of collective bargaining means to negotiate a contract between management and workers. HR is generally part of this process. Interest based bargaining occurs when mutual interests are discussed, rather than starting with a list of demands. Collective bargaining agreements address policies such as hiring and grievance processes, of which a manager should be aware.

Stress is the body’s response to change. Stress is defined in many different ways and stress and the types of things that cause stress can vary from person to person. Today, we generally say that stress is the body’s way of responding to a demand.

Acute stress is the type of stress we experience on a day-to-day basis—for example, the stress of getting our to-do list finished or the stress of unplanned setbacks.

When a person rarely gets relief from stress, this is called episodic acute stress. This type of stress usually goes on for longer periods of time with little relief.

Chronic stress is characterized as long-term stress, where there is little hope for relief. These are long-term situations where the person has given up trying to find a solution.

Not all stress is bad; some stress can actually help us to perform at a higher level and challenge us. This type of stress is called eustress.

Power refers to our ability to influence others and convince them on what to do. This is different from influence, which is the application of our power to get people to do what we want them to do. In other words, power is our ability, while influence allows us to move someone to action.

Someone who is power-compulsive may lust for power, while someone who is power-shy may try to avoid situations where he or she might have to exert power.

Our power position can help us achieve career success. Our power position refers to the use of our own power to get ahead in organizations.

Power positioning can be done using a variety of methods, but specific techniques and behaviors can be used to up our power position. For example, the POWER method refers to behaviors we can exhibit to increase our power position. They include positive approach, openness, willingness, employing things like tact and social skills, and remembering our purpose and goals.

Test your learning:

1.
What are the components of company culture?
2.
Why diversity is important in successful management?

3.
Define stress and the types of stress that can impact work performance.

Required  Readings:
1.
Heifetz, R. A., & Linsky, M. (2002). Leadership on the line: Staying alive through the dangers of leading. Boston, MA: Harvard Business School Press.

Lecture 12. Leading Change.

Learning objectives:

1.
Change and the types of changes a leader may deal with.

2.
The major change management theories.

3.
The leading theories on management of change processes.

4.
Some tips for change implementation.

Key terms: change management, change leadership, theory E, theory O.

Change management is an approach used to transition employees, teams, and organizations from the current state to a desired state. Change leadership is a process that looks at driving forces, processes, and visions which can help a change occur and usually involves larger scale changes, such as a major reorganization.
There are four main types of changes that can happen within organizations: Structural, Strategic, People, and Processes.

Project delays can cost the organization time, money, and client satisfaction.

There are many disadvantages to not managing change correctly, for example: Missed objectives and targets, decline in productivity, absenteeism because of unhappy employees, and loss of valued employees who choose to leave.

Organizational, group and individual resistance to change are all factors that make change more difficult. Organizational resistance to change might include: group inertia, organizational structure, sunk costs, and resource constraints. Group resistance to change might include group cohesion and leadership. Individual causes can include fear of failure, job security, individual characteristics, and previous experience.

External forces, group and individual characteristics, and change readiness are the factors affecting change. By understanding these forces, we can begin to understand how these forces may help or hinder a change.
As leaders, we can use change models to help us understand how to usher a change. 

The Kotter change model consists of eight steps. The first is creating the sense of urgency among employees. Second, develop the guiding coalition. Third and fourth, develop the vision and communicate it. Fifth, empower action in employees. Sixth and seventh, generate short-term wins and consolidate wins. Last, make it stick!

Lewin’s change model consists of three steps: Unfreezing, change, and refreezing. In other words, some events occur, which result in the need for change (unfreezing). Second, the organization must implement the culture and creation of new behavior for the change. Finally, refreezing occurs when new processes and other supporting mechanisms help the change become a reality.

The Beer and Nohria model focuses on the two philosophies behind change, Theory E and Theory O. Theory E focuses on economic value, while Theory O focuses on human capital, culture, and commitment. Most organizations will use a combination of both to implement successful change.

No matter whether a change is big or small, as leaders it is our responsibility to make sure we shepherd the process correctly to ensure the change “sticks.”

A few ways to get change to stick might include: earning the trust of your employees, considering employees, involvement of both employees and other management, ensuring management understands the direction of the change. In addition, we should make sure we have a formal case for implementing a change (as opposed to change for change’s sake). Give people accountability and ownership, communicate the change and address any company cultural issues which may make the change challenging to implement.

Test your learning:

1.
Outline the major change management theories.

2.
What are the leading theories on management of change processes?
3.
Describe some tips for change implementation.
Required  Readings:
1.
Rothstein M. and Burke R. (2010). Self-Management and Leadership Development. Cheltenham, UK: Edward Elgar Publishing LTD. 

2.
Komives, S.R., Lucas, N., & McMahan, T.R. (2013). Exploring Leadership: For College Students Who Want to Make a Difference (3rd ed.). San Francisco, CA: Jossey-Bass.

Lectures 13-14. The Leadership Development Process.

Learning objectives:

1.
The steps to the development of a personal leadership plan. 

2.
Etiquette aspects that can help one to achieve high emotional intelligence skills in the area of social skills. 

3.
Why continual learning and seeking of feedback is important?

4.
Why having a mentor can be an important part of  one’s  leadership growth?

Key terms: SMART goals, continuous learning, 360-degree feedback.

Part of leadership is self-development. We can accomplish self-development by understanding personality traits, strengths, weaknesses, opportunities, and threats. This can be done taking a variety of self-assessment inventories, such as the Big 5 and Emotional Intelligence measurement tests.

Once you have assessed your strengths and weaknesses (self-assessment), we can then apply the self-assessment to determine the right career path. Next, we may move into the goal-setting phase to meet our career goals. Focusing on SMART goals is key.

SMART goals are specific, measureable, attainable, realistic, and time-oriented.

After we have developed goals, we want to reflect on those goals often, to see what changes should be made to help us be more successful in achieving them.

To ensure career success, there are a few main things to be concerned about. First impressions are important, so having a firm handshake that is important.
When meeting someone, shake their hand, look them in the eye, and repeat their name to help you remember their name.

When dining, there are many etiquette rules. For example, place the napkin on your lap and use the correct forks and glasses. Generally speaking, the first forks you will use are farthest from the plate, and then you work your way in. Dinnerware, such as a bread plate, is always on the left and glasses are always on your right.

Basic commonsense etiquette such as not using the napkin on your face or nose and waiting to begin eating until everyone has their food would be important to consider in dining etiquette.

The use of technology has increased and so has rudeness, some studies show. Basic etiquette for phones includes not texting while you are having a face-to-face conversation with someone and avoiding speaking loudly.

Other things to consider regarding technology might include not copying everyone on an e-mail, making sure to use spell-check, and using proper grammar. Make sure to engage in careful consideration before posting comments on social media. This is called reputation management. Other tips for etiquette include sending thank you cards (not e-mails), being on time, keeping commitments, and making sure to involve others in a conversation.
Continuous learning is the process of learning new things to enhance yourself professionally and personally. Continuous learning can help increase personal happiness and career success. One can engage in continuous learning by taking seminars, workshops, reading, working with a mentor, attending conventions, socializing, and traveling. Some organizations, such as the Department of Fish and Wildlife, make continuous learning a part of leadership career pathways.

Being a mentor to others, and finding a mentor to help us develop our leadership skills is an important part of leadership growth.

We can use a reflection model, based on double-loop learning, to create an effective method to evaluate and give feedback.

Being able to accept formal feedback, for example, in the form of a 360 review can help us see our weaknesses and allow us to include this information in our leadership development plan.
Test your learning:

1.
Outline the steps to the development of a personal leadership plan. 

2.
Why continual learning and seeking of feedback is important?

4.
Why having a mentor can be an important part of  one’s  leadership growth?
Required  Readings:
1.
Haslam, S., Reicher, S., and Platow M. (2011). The new psychology of leadership: identity, influence, and power. NYC, NY: Taylor & Francis Psychology Press. 

2.
Heifetz, R. A., & Linsky, M. (2002). Leadership on the line: Staying alive through the dangers of leading. Boston, MA: Harvard Business School Press.

