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Evaluation of My Organization’s Leadership
Introduction
Organizational leadership styles set the criteria and cultural directions of the firm. The way leaders communicate to the rest of the staff is evident in the tone and culture which all point back to the leadership style. I work in a senior high school whose staff and the learners are culturally diversified in many dimensions. The school is overseen by a board of directors aided by the administrative principal and academic head who also acts as the principal. There are several departments and societies within the same institution. Before getting to the board of directors, there is a hierarchical structural system put in place to help serve learners better. Ordinarily, the organization being a center of learning, it has visions and missions and codes of conduct that spells out the culture of the institution. This paper evaluates the leadership composition of my said organization in terms of its missions and visions, communication and tone setting.
Alignment of the Institution’s Leadership to Mission and Vision of the Organization
The leaders of my institution have put frameworks and perspectives that motivate learners to strive for excellence and also assist the instructors in advancing in their careers. The institution has invested resources in hiring highly competent instructors and non-academic staff to guide the learners in academics and co-curricular activities. My organization is driven by the mission of being an excellent center for holistic development of a learner in the entire state. It is also guided by the vision of impacting society by modeling learners to fit the needs of society at all times. Other departmental staffs are incentivized with frequent training, mentorship programs and appraisals to help the institution achieve its mission and vision.
The leaders of my organization are also aligned to the mission and vision by serving as an example to the rest of the institution. The culture of the school is accomplished by policies anchored in the institution’s code of conduct. Among the conducts is a stipulation of kindness to everyone at all times within and out of the institution. Just as told by Taiwo, Lawal & Agwu (2016), the leadership must reflect the conduct it seeks to implement.  Evidently, nearly all learners contend with this. The language used by everyone in the institution is contextualized through mutual respect. It is the spree in the management section. Because the vision is to impact the society with a well-adjusted group of young minds, this code of conduct has swept in the heart of every staff on board.
Leaders’ Communication Styles to all Levels of the Organization
The leaders of my organization use consultative and participative communication with the rest of the staff in the institution. Communication is the most implicit concept that directs organizational cultures. Kamales & Knorr (2019) discuss communication as the broadest concept that takes organizations to furthest ends. They also posit that communication determines the leadership styles used in organizations. Being a learning institution, members are advised to take on participatory, consultative and non-authoritarian communication. The reason is captured on the socio-cultural diversification of its population. Gesiotto (2017) posits that other forms of communication could impact to unprecedented tone setting that may mismatch the organization’s mission and vision in conjunction with its population type.
My institution’s leadership listens to its staff members.  As opposed to the autocratic predisposition of communicating orders to the subordinates, this institution takes the concerns of every departmental member. More than frequently, there are scheduled staff meetings with the leaders of the institution on consultation matters. Ideas are freely discussed; topics on student behavior changes elaborated and decisions are made based on the acknowledgment of every member’s participation. When the organization intends to bring in changes like had been done in the previous year, a general meeting is convened over a dozen times. The frequent meetings acculturate members with the impending change, as concluded by Shao (2019). The first essence of the change was to partner with a high-end university. The second and the most recent was partnering with high-tech corporation Dell to incorporate innovation skills in the learners. The members were all engaged in all the change processes.
The Tone of Leaders in the Organization and How it is Set
The leaders of my organization have been able to set their tone by being visible at all times in the institution. Practically, it is impossible to walk into the institution and miss at least one principal. On a number of occasions, the principal and other departmental leaders are all available. This is a practice that cultivates the tone of professionalism and accountability. The most mundane occurrence is during coffee and lunches breaks. The leaders commune with the staff during lunch. They crack jokes, listen and laugh with the staff, a cordial alignment brought out by Gesiotto (2017). They equally take part in discussions and appreciate the opinions of others. Normally, the culture around the institution is based on openness and professionalism.
However, the same cordial tone changes significantly when errors occur. A simple mistake such as absconding a lesson or two warrants a disciplinary summon. Failure to justify reasons for such mistakes are termed petty and dismissed with a warning. I have witnessed a replica of the same case taking a staff on suspension pending the board’s approval. To the organization, everything is flawless until unwarranted errors arise. As deliberated by Shao (2019), pardoning mistakes unauthenticates leaders and puts them amidst mistrust. With the frequent training, mentorship programs, and incentives, the best is always required from the staff.
Other Elements of the Leadership at my Organization
The institution uses open suggestion boxes for student anonymous idea collection and staff retreats to exploit and explore innovative ideas. For the learners, there are two forms of feedback generation. Open boxes for the general population, which is then sampled by ten routine guiding instructors or teachers, are the most used. The institution also uses principal assemblies that constitute the two principals and the students only. Leading a population of young minds requires continuous involvement (Les MacLeod EdD, 2016). Through the student representatives, the views are collected for analysis.  This has made interaction with the student body easier than admittedly done in other institutions of learning.
The institution provides two annual retreats for its staff members. All the finances and bonuses are sorted by the management. At the start of a semester in the prior meetings, the members are made aware of the program’s purpose. It is mainly inculcated to brainstorm on areas that require improvement, to create new innovative ideas that can advance the individual and the institution. The latest change initiative that resulted in partnering with Dell Corporation started out as a colleague’s idea in the science club. The idea has already created tangible opportunities for many learners in the school.
Recommendation for Strengthening the Leadership of the Organization
However, well-endowed my institution is, there is a need to improve additional competency-based traits among the non-academic staff.  At given points, the non-academic staffs in the departments of student welfare and adult wellness department tend to throw in the towel in regard to adhering to the disciplinary standards set out by the institution. They have been reported a complain that disciplinary matters are for the instructors to implement. Due to this, there have been unprecedented standoffs among these staff members and some students. It has brought negative publicity on the organization’s leadership as envisaged by Gesiotto (2017).
Subsequently, some staff members have engaged in cursing languages with the students and fellow workers. Being part of such a big institution implies that everyone within its system must strive to propel the institution towards the attainment of goals, objectives, missions and visions. I recommend that the leadership of my organization should include the participation of both academic and non-academic staff so as to equip them unilaterally with competency-based character traits. The leadership will enjoy a stronger commitment to its ideological purposes.
Conclusion
Depending on the nature and purpose of the organization, leadership styles may vary. Congruently, an institution that is anchored as a fabric of societal values must exemplify transformational leadership due to the diversity it constitutes. Such is the leadership required in a school or learning setup. The leadership must attach its practices to the laid down procedures that align with the mission and vision of the institution. It must equally set out a tone that integrates the members for a continued excellent performance. The same leadership should similarly uphold justice and integrity in order to impact positive changes to the organization itself and the wider society. Institutions of learning are mundanely the last hope for a brighter and well-adjusted society. Its leadership must live up to this expectation.
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