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     Organizational changes occur in response to external factors such as competition, new market trends or even technology. Changes such as technological advancement, new products lines, changes in customer demands, are common in any business environment. Besides the external environment, internal factors such as political and social issues and leadership may also necessitate organizational changes. The purpose of this paper is to evaluate the internal processes in my current organization, and identify problems that provide opportunity for innovation. 

The Problem/ Innovation Targets

The biggest challenge we experience in my organization, a non-profit making is the challenge of leadership incompetence. The management is expected to make serious efforts towards developing the leadership competencies of their employees.  According to Kollenscher, et al., (2017), this is often a neglected area in organizations. The management of the organization always misuses the employees and does not give them a chance to engage in other things besides what they do and this has continued to hinder the progress of the organization.
     There has been a high level of stagnation in terms of employee skill-sets as people just remain with the skills they were hired with. There is no opportunity for the employees to share ideas and suggestions on how they can develop themselves and likewise develop the management of the organization. The relationship between the staff and the management is so poor that the management just gives orders and employees blindly follow.
     In addition, the employees are not able to question when things go wrong in the organization. Sometimes they feel the management is so superior that it should not be questioned even in the event that it makes decisions that negatively affect both the organization and the beneficiaries of the projects that the organization runs. This lack of leadership competencies in the whole organization including the management has cost the community especially in terms of project implementation. 
     The management does not follow the correct procedures of project implementation. There are no surveys conducted to determine the needs of the community. The management meets in the boardroom and decides they should undertake a certain project in the community. This method of imposing projects on the community has really proven futile as community members do not accept such projects. 

     Community involvement is key in the success of any project. Community members appreciate it when they are consulted and their needs which came from them are addressed and in the process of implementing the project, they are also involved to the level where they are helpful. This imposition and failure of projects also affects the state. The state works with stakeholders like non- profit making organizations which help them implement and fill some gaps in infrastructure and other areas like health promotion. 
The Innovation 
     My innovation simply involves empowering the employees both the senior and the junior employees in leadership competency. Analoui, et al., (2017) advises that the best way to improve such problem is through conducting leadership competency development training, which I propose should be being held quarterly in the organization. This training will be possible by making leadership competency in an organization a prerequisite to funding.

     I will identify donors whose donations come with such conditions. These donors usually have part of their key objectives being helping organizations develop their leadership competencies. This they do through constant trainings which are conducted until the donors feel the organization’s leadership competence has been built. This usually happens in a bid to ensure their funds are utilized properly to undertake all the development that should be done (Yasir et al., 2016).
     This factor of grant offers will be a factor that my organization will really consider. This is because the grants are a sure deal once the organization’s staff has been taken through the training. The training will then have benefitted both the employees as their leadership competencies will have developed and they will be able to make proper decisions that will impact both the community and the state in general. 
The Innovation and Organization’s Competitive Advantage
     The minor employees will be able to help with straightening the activities in the organization as they will act as watchdogs ensuring that the money meant for development goes to development. The organization will also earn trust with the community and many more donors and this will ensure the organization is self-sustaining. This will earn my organization with a competitive advantage over the other organizations whose staff is wanting in terms of leadership competencies. 
     The state will also be willing to cooperate with the organization because of how well it will be performing. The organization will also expand because it will have the ability to indulge in self-sustaining activities like offering transformational leadership training to other organizations. Besides these, the organization using the skills of fund appropriation will be able to save enough funds for carrying out more development projects even after donors have withdrawn their support.
An Implementation Plan 
     I as the fundraising officer will engage the organization that offers grants on conditions that the staffs have adequate leadership competencies. After striking a deal with them, I will then inform the management of my organization that I have found possible grants that are conditional and ask them if they would be ready to accept the conditions that will come with the grant. I will then explain what the conditions is that they are the development of leadership competencies within the organization.
     I will also explain the advantages of having leadership competencies and the long term impacts of the same. As  Baporikar, (2017) alludes there will be sustainability and expansion as the organization will have enough to spend and indulge in other projects on its own without relying on donor funding. The management will then let all the other staff knows about the plans before the donors come in to begin training us.
Measurement Targets and Relevance to the Organization 
     The impact will be measured using the quality and quantity of the projects the organization will have undertaken. This will be done by collecting community views on the same. This will help the organization know where to improve more on and what to continue doing. The community views will be able to reveal their satisfaction of the implemented projects. Renz et al., (2016) says this will also ensure that the community members give suggestions on how they would want the organization to continue improving on for it to be more effective.
     The ability of the staff to be involved in decision making will also be a measuring factor. If all the staff will be being consulted on key decision-making processes, then we will be able to tell that the leadership competencies of the staff have developed as North et al., (2018) attests. This is also important because the organization that will have offered the training will have achieved its objective of building the leadership competencies of organizations.

Recommendations 
     Once the organization has adopted the innovation, it should be able to make it a compulsory strategy. In the annual strategic plan, there should be slotted opportunities for conducting the transformational leadership training for all the employees. This will be adopted by the subsidiary branches of the organization as well for a continuation and permanent transformation (Megheirkouni, 2017).
     According to Laszlo et al., (2017) this will ensure sustainability as the organization will take the concept as its own. The organization should also register as a consultant that offers leadership competency development training. This way the skills will be able to spread to other non-profit organizations for the betterment of the whole society.
References
Analoui, F., & Danquah, J. K. (2017). Capacity Development in Context of Development: A Critical Debate. In Critical Capacity Development (pp. 29-41). Palgrave Macmillan, Cham.
Baporikar, N. (2017). Corporate Leadership and Sustainability. In Collective Creativity for Responsible and Sustainable Business Practice (pp. 160-179). IGI Global. 
Kollenscher, E., Eden, D., Ronen, B., & Farjoun, M. (2017). Architectural Leadership: The neglected core of organizational leadership. European Management Review, 14(3), 247-264.
Laszlo, C., & Cescau, P. (2017). Sustainable value: How the world's leading companies are doing well by doing good. Routledge.
Megheirkouni, M. (2017). Leadership competencies: qualitative insight into non-profit sport organisations. International Journal of Public Leadership, 13(3), 166-181.
North, K., & Kumta, G. (2018). Knowledge management: Value creation through organizational learning. Springer.
Renz, D. O., & Herman, R. D. (2016). Understanding nonprofit effectiveness. The Jossey-Bass handbook of nonprofit leadership and management, 274-292.
Yasir, M., Imran, R., Irshad, M. K., Mohamad, N. A., & Khan, M. M. (2016). Leadership styles in relation to employees’ trust and organizational change capacity: evidence from non-profit organizations. SAGE Open, 6(4), 2158244016675396.
