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Abstract
[bookmark: _GoBack]This paper addresses the leadership errors in Alaska airlines. The discussion is based on four scholarly journal articles. “Predictors for American Indian/Alaska native student leadership” that was published 2019. The second article is “Alaska Airlines: Navigating through crisis toward an uncertain future” published in the year 2004. The other article is “Improved operational reliability and Airline prospects (2016).
Introduction
Alaska Airlines is the fifth largest airline in the United States. It was founded 88 years ago and was initially called McGee Airways. It is an American airline with its headquarters in Sea-Tac, Washington withing Seattle metropolitan area.it is currently not a member of any airline alliance.
How leadership has affected Alaska airline
In the year 2005, the organization responded to the challenges in Seattle hub by assigning Glenn Johnson as a temporary vice president for 90 days. He was put in this position and given the role of diagnosing the situation. He did this by initially setting up a task force and then begun troubleshooting the operational issues. This task force grew into information exchanging forum among operating groups. Eventually, the workforce which was known as Mad Dog Group got small chunks of progress. However, they were making big changes with little results. They only managed to get the company back on the low end of normal and out of the crisis. However, operations remained fragile and therefore their strategy had to change. Municucci was later elected as the vice president of Seattle operations strategically got the hub back on track (Kaiser, 1994).
.
 Among the issues, the leaders were required to address in 2007 was the culture of mediocrity in the institution. They relied on the loyalty of their clients instead of building a cultural relationship with the customers like improved customer care. They also needed to address the factor of keeping time. They did not strictly follow the time program put forward. The CEO ray Vecci was to blame for this because he claimed it was okay to be late as long as they were nice and blamed it on the system ("Airline prospects," 2016).
Bill Ayer was the chief executive officer of Alaska and was made the chairman in 2003. He later served as chief executive officer of the Air group and its subsidiaries in 2012 and as a chairman in 2013. He was then replaced by Brad Tilden who was the airline’s president. Ayer is currently a pilot and chief financial officer for the airline since 2014 as well as the chairman of Aircraft Owners and Pilots Association
Bill Ayer is known for the extraordinary turnaround of this airline. His leadership was exemplary and this has contributed to the high earning of the airline. Alaska has had high earnings even when other airlines stock has been down. He has also been a great influence on the leaders who came in after him. His leadership style involved principles like communication, resilience, and collaboration.
He prioritized the safety of his employees and customers and this to him was non-negotiable. He incorporated safety programs. The organization adopted available types of audits to ensure they learn the operations that go on in the flight decks and maintenance. This factor has greatly contributed to the reduced number of accidents.
Bill Ayer also practiced resilience when he was faced with challenges. He practiced optimism balanced with realism and had great confidence in his team. This confidence encouraged the employees to address the challenges head-on. This attitude brought the difference between Alaska and competitor airlines when they were going bankrupt. Alaska had 17 years of consecutive profits and in the 18th year, there was a loss of a couple hundred million as described by Ayer. He mobilized his team on working on the structural elements to recover the losses.
Ayer also practiced collaboration within the company. He strongly believed that there was absolutely no need for internal competition and he encouraged his employees to work together. According to him, running an airline was hard as it encompasses different departments. It is therefore important for all of them to work in synergy. He also encouraged them to question one another and bring forth hard questions as much as they worked together.
Ayer also made prompt decisions along the way during his time. He believed as much as having a plan before the execution was important, execution of the action is more important the planning in some situations. This trait helped the company sail through early 2000. His decision kept the company running and argued that they would adjust along the way and that is exactly what they did.
Ayer had set his priorities right. Initially, the company tackled so many fixes at a go. This brought along an overwhelming effect. He organized his team and approached the fixes with a new strategy, then assigned specific issues to specific teams and created a schedule for the execution. He also introduced the use of scorecards so that the employees would focus on the gap between performance and targeted achievements. He was a strong believer that progress is not a straight line and encouraged the team to try again when they encountered failure. He was convinced that as long as he has the right people on his team, he would overcome all the challenges that came his way.
Having a broad experience and exposure in business, Ayer contributed to making marketing plans for the airline. He also had a deep understanding of other sectors of operation in the organization. These skills came in handy in understanding employees and the challenges they faced in their lines of operation. For instance, when making a fleet deal, deal, he could manage to schedule airplanes set the prices, and join fleets, people, and pilot residences. This interaction also allowed him to keep learning. Taking up different roles in the company made him understand interdependencies within the organization in a better way. In the process, he earned trust from his employees. He strongly believed that mentoring also meant identifying and developing people who are eager to learn new things and have a learning-oriented perspective ("Chapter 7. Predictors for American Indian/Alaska native student leadership,” 2019).
Ayer maintained his focus on the track during his time. He did not once mistake being popular with doing the right thing. He also had a daring spirit. When making decisions for the company he chooses the decisions that are taught the most. At the same time, he got his work done. He also believed in playing his role and diligently doing his work instead of bossing people around and getting his employees to do his work for him. He encouraged his employees to do the same and do their work properly as expected and not poll around asking others if they like their work. He encouraged them that success brings along popularity.
Ayer’s relations with his employees were also a great contribution to the success of the company over the years. He mentored them, led by example, and encouraged them to work towards their common goal. With his exemplary leadership skills, he managed to get the company to trough sticky situations, keep the employees motivated and at the same time make profits for the organization. His legacy has affected the choosing of leaders and leadership strategies to date in the institution.  Leaders that stepped in know the great responsibility that comes with the leadership position of filling the shoes left by Ayer. This sort of pressure has benefited the company as there is no room for mediocre leadership in Alaska Airline.
The CEO of Alaska Airlines is Brad Tilden with Ben Minicucci as the president. When the CEO stepped in, he knew the responsibility he was bearing and the shoes he was expected to fit because the preceding CEOs were exemplary. Particularly Bill Ayer. Bill Ayer is highly honored for taking the company through tough times and after the terrorist attacks and during the recession. 
On November 11, 2019, Alaska Airlines announced changes in senior leadership. The presidential and CEO role was changed. The president was put up for the role of commercial and operational duties. These duties included executing strategic plans in the company like network, flight schedule, revenue and sales management, safety operations real estate, and marketing. Gary Beck was put up as the chief operating officer and airline’s executive vice president. Joe Sprague returned to the company as the president of the regional subsidiary Horizon air. Muccucci was raised to the presidential and chief operating officer for leading the integration of the airline with Virginia America ("Airline prospects," 2016)
Because the airline has grown, there was also a need to accommodate new leadership positions to enable better management of the airline and departments within it. The challenges faced in the past require a leader in the elected position to be experienced to steer progress in the company. Vast experience is the reason why the company got back Gary into the company because he had past experiences with the company and could promptly handle the challenges he faces.
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