Exam on Finzel’s “The Top Ten Mistakes Leaders Make”
1. What are the top ten mistakes that leaders make, according to this author?
Failure to focus on the future. Leaders’ primary role is to ensure organisational goals are set and that they are pursued for the better of the organisation. Finzel states that change is inevitable thus at every point of operation set goals should be pursued and future uncertainties address. Vision audits are therefore crucial as they bring clarity to the future of an organisation.
The top down attitude is described as an organisational system that supports autocratic arrogance exhibited in abusive authority, deplorable delegation, blockage of bottom-up views, dictatorship in decision making, and constant operation in egocentric manners. This traditional form of operation curtails freedom of employees to relay their views and innovative ideas, this lowers employee motivation as they are less empowered.
Thirdly, Finzel argues that the greater the leadership role, the less time there seems for people, and the more important people work is. This is because how best an employee team achieves success the more a leader is successful. However, putting paper work before people work is a common mistake in leadership. This is where paper work determines who constitutes the workforce rather than people work. Leaving out people with skill for those with papers for those with credentials and no recognised skill is a huge leadership failure.
[bookmark: _GoBack]The absence of affirmation leaders hold the obligation to constantly affirm and recognise the success of their team is vital in ensuring a motivated employee base who are able to coordinate in their roles through proper communication and hard work due to proper motivation. 
Dictatorship in decision making pertains to the act of the leaders giving directives to their work teams without considering that their views might be right and workable too. This demoralises the employee base as decisions made differs from their preferable work environments. “Leadership is team work, coaching, creativity, and the synergy of a group of people inspired by their leader.”
Dirt delegation involves delegating leadership roles to junior employee and thereafter taking them back. This is a characteristic of over management where the leaders operate in fear of losing authority, fear of work being done incorrectly or even correctly, unwillingness to take the necessary time, fear of depending on others, and lack of training and positive experience. Instances such as this slows down how fast an organisation develops a viable organisational culture and equally how fast the organisation meets its set goals.
Communication chaos is a situation where appropriate passage of information at the right time and to the right person is not considered. Effective and efficient communication is crucial for the running of an organisation toward meeting the set goals and ensuring problem solving by appropriate decision making.
Missing the clues of corporate culture. Leaders at time fails to develop a viable organisational culture in their roles as team leaders. Values and beliefs and subcultures in the organisation are empowered and appreciated so that all individuals are comfortable with their differences where they can then focus on the set organisation’s goals. Organizational effectiveness by placing the in-compatibilities on a similar platform through teamwork, staff training, mergers and joint efforts with a visionary leadership as the foresight for change is crucial for change and a viable corporate culture. 
Success without successors. This revolves around use of mentorship programs by leaders to prepare for transitions in management. However, most leaders fail to commit to such programs for fear of losing their positions, love for their jobs, fear of retirement and lack of confidence on the successors. This leads to a leader playing management for too long rather than long enough which is detrimental.
Having limited room for Mavericks in an organisation, a maverick is a pioneer, an independent individual who does not go along with a group. When the leadership kicks out mavericks it supports an institutionalised system where an organisation’s human capital follows a similar cycle for a long time. Mavericks are vital in an organisation as they make critical improvements at an individual position by pursuing the exact objectives in regard to the organisation’s set goals.
2. Which of these have you encountered in jobs or internships you have held, or in class rooms? Describe your experiences band how you responded to the poor leadership.
Communication chaos. This was a constant issue during an internship we previously held. Multiple errands were left unattended day to day due to unclear allocation of the task and improper communication to the individuals intended to perform the roles. We resolved to pin a duty rota that was accessible to every team member during work and constant reminders to the role players that they have to work on certain errands at a certain time. This ensures that the team is well informed and timeliness is probable in meeting the set objectives. We also found out that conflicts related to blame on errands not completed was solved, finally.
3. Do you think that the problematic leadership behaviours that Finzel describes are more typical of leaders in hierarchical, pyramid-style organisations with “command and control” approaches to management than newer, flatter models of organisational design, where the approach is “connect and collaborate”? Explain your position
This problematic leadership behaviours are more related to hierarchical, pyramid-style organisations rather than their counterparts who employ a “connect and collaborative” approach in their organisational culture. This is because the newer flatter models of organisational design enable proper communication, proper planning and involvement of all stakeholders in decision making, offers room for mavericks to pursue organisational goals from different innovative perspectives and ensure motivation of employees as they can relate as important members of an organisation. It is vital to state that the organisations who apply the collaborative structure are able to hire and develop the ultimate employees for their organisation structure.
4. What would Pink and/ or Tenny say about Finzel’s analysis of leadership mistakes? Would the kind of organisation that they would design, or the kind of cultures they would endorse, tolerate leaders who make these mistakes? Discuss the issues of fear, trust, and control in employees, and perhaps in human nature itself? Does Finzel cite any leadership mistakes that relate to the relationship of happiness and productivity?
It is vital to understand that people in leadership positions are human thus possess human nature of fear, trust and desire for power and control. A good leader however should lay out strategies beyond personal level to ensure that the organisation they head proceeds successfully. Fear of fear losing authority, fear that work will be done incorrectly, fear of been outdone by juniors in performing certain roles, unwillingness to take the necessary time and due process of addressing issues, fear of depending on others are among the fears by leaders in an organisation due to lack of training, poor exposure and inadequate positive experience. This results to mistrust of employees by the leadership which develops failure due to poor decision making, inappropriate communication and instances of dirt delegation and elimination of mavericks in an organisation. 
Mutual trust through cooperation is the best way forward for organisations to overcome detriments of poor organisational culture. Cooperation enables the organisation to focus on the goals rather than the differences between then resulting to a successful organisation. 
Trust and consequently involving a proper organisational structure is curtailed by top-down organisational control systems as they hinder cooperation and exchange of ideas especially where they come from the junior employees. Flatter models of organisational design, where the approach is “connect and collaborate” are the most crucial for adoption in organisations in order to eliminate fear by fostering trust and accountability.
5. Did you like this book? Why or why not? Do you think that it might influence your own behaviour, now or in the future? If “yes”, how so?
Yes, the book advocates for the transition of traditional organisational structures to the modern more integrating and involving structures that are flexible enough to incorporate and adjust to changes in the field of business. As a future job creator or participant in an organisation of the future the knowledge of the book is vital in developing an innovative mind for leadership and employment roles in the future.
