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1. What was the single most useful theory or concept you learned in this course? Please describe the theory and explain how you have been able to apply the theory at work, or how you plan to apply the theory in the future. (10 pts) 

The single most useful theory I have learned in this course is the charismatic theory.  The theory is of significance considering, when it is applied in practicality, it has an ability to influence organizational change as well as it has perpetual effectiveness.  Charismatic leadership theory holds that followers make ascriptions of courageous or extraordinary leadership capabilities when they discern particular behaviors. Thus, charismatic leadership can be defined as the ability to motivate and persuade followers to oblige to a goal and take action as part of a group effort (Yukl,1999). Consequently, this theory enhances organizational leadership by determining the best behaviors, traits, and activities that can stir inspiration and motivate change in an organization's workforce. Hence, charismatic leaders are attributed to being sensitive to follower needs, having a vision, willing to take personal risks to achieve the vision, and finally, they exhibit extraordinary behaviors.  
Organizations need charismatic leaders because they advocate for quality of life and a better world. Their ability to influence a better world lies on the basis that charismatic leaders have the audacity of their principles. They courageousness to convictions enables them to willingly stand up to individuals who have a divergent opinion of an organization or society (Shamir & Arthur, 1993). Furthermore, charismatic leaders are vital in organizations as they have the ability to see the gaps between what a firm provides to its employees and what the employees require from the organization. These abilities in return help them create visions that their followers readily see, and in the long run, followers are motivated to commit to a common goal. 
In the near future, I am planning to lead my team based on charismatic theory. This means, first, I will have to build a connection with my team members in every aspect even at a personal level and also let their concerns and thoughts be heard. Second, I will have to keep the tension at bay by employing little humor, while still remaining positively productive. Thirdly, I will need to possess and entail confidence as well as empowering others to speak their minds to in order to instill confidence in them. Fourthly, I will ensure I am dependable and trustworthy. Lastly, I will lead by example by having a strong commitment to the goals. 
2. Can managers be trained to be effective leaders? a) Choose a leadership theory to support your answer. b) Assuming you believe they can be trained, what would you include in your training program? (I have added a powerpoint on Leadership that you might find helpful. Look in Course Documents.)
To understand whether managers can be trained to become effective leaders, first, we need to have an overview of what training is. In this case, training usually entails working towards improving job-specific skills in a current occupation and is relatable with the customary, resolute and lasting psychological contract. In a nutshell, training involves addressing skills-gaps with the purpose of developing employee's individual and organizational effectiveness.  When organizations cultivate leadership through training; this supportive environment facilitates the effective transfer of learning increased motivation, and positive occupational attitudes (Freifeld, 2018).
 Subsequently, to reinforce the training of managers to become effective leaders, organizations often assign these managers to either a transformational training program or a control group. Transformational training instills managers with the insight and attributes inscribed in transformational leadership theory.  Thus, transformational leadership is defined as a process where leaders and their followers enhance each other’s levels of morality and motivation (Juneja, 2018). As such, it is argued that when managers are subjected to transformational leadership training, they gain the ability to show integrity, which enhances them to develop a healthy and inspirational vision of the future (Juneja, 2018).  It is the acquisition of these attributes that they in return motivate people to achieve goals through effectively managing delivery an building ever stronger and profoundly successful teams. 
 Training does make effective leadership. Trained managers become effective leaders who keep employees engaged, focused, and motivated through the creation of precise roadmaps to achieving goals, and also creating responsive work environments that are conducive for employees to carry their tasks properly. By learning how to build quality communication, how to recognize human potential, how to understand performance measurement and accountability, how to create an effective coaching and appraisal process, how to handle mistakes, how to improve problem analysis and decision-making, how to understand the planning process, and how to create an innovation process, managers systematically achieve their goals (Juneja, 2018).
Consequently, to achieve effectiveness in leadership through training managers, the training program needs to include various requirements. The first requirement is that leadership training program should be focused on its target audience by reviewing the talent needs. Second, after identifying the target audience, a well-defined selection approach that supports wider organizational talent needs and bolsters best practice procedures and processes that guarantee reliability and fair handling of the target group (Freifeld, 2018). Thirdly, prerequisites such as timely and well-planned appraisal discussion for the selected managers should be implemented.  Fourthly, program levels should be defined; next, learning methodologies such as whether to employ a blended program with online modules, face-to-face workshops, coursework, and videos should be decided. Sixthly, key success indicators that highlight strategy and business value should be employed. Lastly, the management or executive leadership team should be on board to over support and communicate on the significance of the vision and value (Freifeld, 2018).
3. Your organization’s president has read a lot about teams in the popular press and wants to implement teams throughout your division on a trial basis. She has asked you to lead the transition. Up until now, your organization has not had a history of using teams to reach its goals, and in fact, has relied on the more traditional form of a “command-and-control” hierarchy to reach its goals. Based on your readings about groups and teams and your insights about group process, how would you go about building high performance teams in your division? Are there any special considerations for virtual teams? Are there any drawbacks to teams you should warn her about?
It is evident that teamwork can significantly increase efficiency and effectiveness of organizational performance, job gratification, optimism, inventive ideologies, communications, urgency of operations, quality, and overall allegiance and commitment to an organization.  However, despite the substantial advantages associated with teamwork, building high-performance teams that ensnare a definite competitive advantage a considered the determining factor that can define the prospective success or failure of organizations (Robbins & Finley, 2000).  Hence, to make a high performing team, leaders should undergo training to acquire skills in this leadership domain. 
 Based on the need for the organization to transition from; ‘command-and-control' hierarchy to the implementation of teamwork strategy, various procedures need to be undertaken in order to develop a high-performance team in my division. Increasingly, based on an assessment of several prototypes for establishing high-performance teams, I have recognized five essentials for demonstrative efforts to build and improve high-performance teams. First, there is a need for providing persuasive details to center on teamwork and create high-performance teams, especially through creating a situation and need scenario; an in-depth focus on significance for changing to teamwork strategy (Wheelan, 2005). The second step is to develop a systems outlook of teamwork; this entails deliberately developing a big picture of teamwork at the top, within, between teams in the organization with crucial stakeholders in order to influence and infer success. The third step is developing a model of the attributes of high-performance teams; fourthly, creation of  a model that defines the necessities for developing high-performance teams. Lastly, the leaders managing the team should be provided with tools for implementing high performance teams, such as a form clarifying roles of members or guideline for formal and informal meeting plans (Wheelan, 2005). 
Virtual teams are part of organizational teams, however, they are by far different from face-to-face teamwork model, and hence, managers are required to implement best practices in order to realize high performance.  The practices include developing and using communication management plan coupled with a team operating agreements, adequate time upfront for understanding all the cultures and environments operated in.  Next, appropriate technologies should be selected for team interactions. Subsequently, a virtual personality and presence to constantly explore weaknesses, strengths and natural tendencies and lastly, effective virtual team meetings should be ensured in order to create and enforce interactions frequently (Dargin, 2018). 
However, there are drawbacks associated with teamwork; for instance, when some employees are placed into teams, they become hesitant to present their novel ideas and instead opt to go for Group Think" tendency. Increasingly, some team members may free-ride within the team and wait for the other team members to accomplish the set goals. Lastly, most significantly, engaging in teamwork makes it nearly impossible to appraise individual performance for rewarding purposes (Schreiner, 2017).
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