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Leadership Frameworks and Theories
Case 1: Craig Kielburger Cases
Part A: General Leadership
	From the case studies, it is evident that Craig Kielburger was an authentic leader. His leadership behaviors and actions were consistent with the principles and practice of authentic leadership. For instance, Kielburger was a leader who looked to make an impact on his subjects. Additionally, although he had a chance to chase money, he still chose to chase the vision of his organization at the expense of more donation (Walumbwa et al., 2008). In essence, he considered the humanitarian aid that his organization offered more than the financial benefits that this aid could attract. 
	Furthermore, Kielburger, as an authentic leader, centered his leadership on people; the target population was his first priority in decision-making. Moreover, through his leadership, he fostered the unity of his organization – the principle of ‘unity is strength’ is central to the concept of authentic leadership (Eriksen, 2009). Also, Kielburger demonstrated the courage to make controversial decisions even in the face of external and internal challenges. In his decisions, Kielburger treated every opportunity he had as his last. For this reason, he was not willing to take gambles. For instance, while others were leaving Sierra Leone for Afghanistan, he considered the situation in Sierra Leone and saw it humane to stay. 
	For all his challenges, Kielburger was an effective leader. Being an effective leader, Kielburger shared his vision with the rest the organization and led the implementation of this vision. He also demonstrated high integrity in opting for humanity over the competition for money. He also demonstrated an immense ability to make hard decisions and communicate effectively (Künzle et al., 2010). Kielburger also had a unique ability to recognize true success and being distracted by abstract achievements. However, from the case studies, Kielburger did not sufficiently demonstrate an ability to empower, motivate, and inspire others. Possession of this ability would make him a highly effective leader (Künzle et al., 2010). 
Part B: Personal Reflection
	At a personal level, various life experiences have altered not only my perspective of leadership but also my philosophy of leadership. As a result, my effectiveness as a leader has increased over the years. Although I grew up as in a family with extreme autocracy, life experiences have taught me to be a democratic and transformational leader. As a child, I would not dare to go against my parents’ instructions; my perspective on the instructions did not matter also. Thus, out of fear, I obeyed them to the latter. 
	Later, as an intern in a firm, I was given the responsibility to head a project. In this position, I discovered that autocratic leadership could not work. In my position, my ability to inflict punitive measures for individuals who did not follow my instructions was greatly limited; my subjects, thus, continually acted against my decisions. Due to this attitude, I opted to try democratic leadership. I involved my subjects more in the decision-making process and encouraged a situation where we owned decisions and acted together to implement them (Ojokuku et al., 2012). To my surprise, this style of leadership was much more effective. 
	In later instances in school, I was elected a student representative. I initially struggled in this largely political role despite my democratic leadership approach. However, through reading various leadership texts, especially the view by Caldwell et al. (2012), I saw the necessity of adding more to my leadership style. With this knowledge, I looked to become a transformational leader. As a transformational leader, I used my charisma to convince my subjects to share my vision. We then looked to implement this shared vision as a group. I also continued to involve all my subjects in decision-making processes and to empower them. 
	Good leadership is central to shaping positive social change and creating value for organizational performance. First, good leadership helps to create an organizational vision, a purpose for the organization, and a set of organizational goals that the group will attempt to achieve. Good leadership also looks to inculcate these visions, values, purpose, and goals of the organization into the employees (Carter & Greer, 2013). As such, the leadership helps to build a positive social change for an organization basing of the present vision, values, purpose, and goals. Also, in this way, the leaders make the employees understand the value of their individual contributions to the achievement of the organizational goal hence enhancing individual performance. 
	Moreover, good leadership can enhance employees’ motivations and interest in the activities of the organization. Having a set of employees who are interested in the activities of an organization and are highly interested in the various activities of the organization can lead to social and cultural changes that could enhance performance in the long-term (Tsai, 2011). With heightened interest and motivation, the employees also have an understanding of the importance of their contributions to the organization’s achievements. Altogether, having motivated and interested employees creates a perfect working relationship that greatly enhances performance. 
	One of the most important aspects of leadership is the ability of leaders to inculcate organizational values in the workers of an organization. For instance, in my organization, integrity and ethics are the most important values. Integrity and ethics are core values as they guide every all actions that one takes both in the premises of the organization and on behalf of the organization. Considering the level of accountability in the organization, my assessment contents that the organization has lived and behaved in accordance with the values of integrity and ethics. Owing to the impacts of this value, we have not had any cases of dishonesty, corruption or any other unethical behavior. 
	The success of the company’s emphasis on integrity and ethics is because of the good leadership in the organization. The leaders continually promote integrity by organization continuous learning sessions on integrity and leading the integrity walk themselves. The leadership also actively promote ethical behavior by carefully recruiting employees for the organization, continually reviewing the ethical framework of the organization, encouraging open communication, promoting full transparency, inspiring trust, and continually rewarding good behavior (Yidong & Xinxin, 2013). As an employee, I can contribute to the promotion of integrity and ethics in the organization by abiding by my leaders’ guidance and living an ethical life full of integrity. 
Case 2: A Day in the Life of Alex Sander: Driving in the Fast Lane at Landon Care Products Case Study
Part A: General Leadership
	Despite his successes, Alex demonstrates various behaviors that are potentially toxic and could limit his effectiveness as a leader. First, Alex is unwilling to listen to feedback; when asked by Glass to review the 360° assessment forms, he is unwilling and sees it as useless. Unwillingness to listen to feedback limits the ease of one’s interaction with their subjects hence limiting their effectiveness in leadership. Additionally, Alex demonstrates excessive self-interest and self-promotion (Schmidt, 2008). He makes everything about himself. In their assessment, one of his colleagues points out that Alex needs to drop this attitude. This attitude breeds an environment of conflict and boredom among one’s subjects hence limiting their effectiveness as leaders. 
	Furthermore, most of Alex’s colleagues and subjects found him to be a workaholic who expected them to work as hard as him. These expectations were largely unrealistic and only served to limit the smoothness of his relationship to them hence adversely affecting his effectiveness as a leader. As a result of high expectations and his bad temperament, Alex came across most of his subjects as a person who harassed and bullied his subjects. Leaders who bully or harass their subjects for any given reason are largely ineffective (Mehta & Maheshwari, 2013). Harassment and bullying only breed hatred which destroys the working relationship between one and their colleagues. 
	Despite possessing traits of a potentially toxic leader, Alex’s track record at the company was evidence of his effectiveness as a leader. Alex possessed various traits that made him a largely effective leader. First, as an effective leader, Alex possessed the ability and the desire to continually expand his world. In his conversations, he constantly explained a desire to venture into wider fields. Also, Alex possessed a clear idea of his professional and personal targets. He also understood exactly what he wanted from his subjects and pursued it. This persistence kept his subjects on their toe hence maintaining the good performances (Ojokuku et al., 2012). 
	Additionally, Alex possessed high self-confidence. His self-confidence and conviction helped him to be decisive and bold in his decision-making. Also owing to his self-confidence, Alex commanded the obedience of his subordinates. Alex also demonstrated great passion and emotion for his job. Both passion and emotion are important in harnessing results (Künzle et al., 2010). His passion and emotion for his work kept driving him every day and giving him the energy to force performance out of his subjects. Owing to his passion, Alex was always at hand to ensure everything was in order hence enhancing his effectiveness. 
	However, Alex still has the potential to become a better leader. First, although his method of using threats and a bad temperament to force performance out of others has been effective for him, it is still not sustainable. As such, it will be important for him to adopt a contingent perspective. He can greatly improve his effectiveness as a leader if he looks to motivate and energize his subjects (Künzle et al., 2010). Instead of forcing them to work, it will be more effective and sustainable to give them the mental energy to work. 
	Furthermore, it will be important for Alex to learn how to continually improve his subjects if he looks to improve his leadership. Throughout the case studies, Alex prefers to either force his subjects to work or complete the work himself to save time; however, looking to teach his subjects certain tasks will not only enhance the interpersonal relationship between him and them but will also improve his effectiveness as a leader and the performance of his department in the long-term (Künzle et al., 2010). Additionally, Alex needs to learn to see things from other people’s perspectives. This way, he will look to involve his subjects in the process of decision-making hence making them own the decisions and, thus, adhere to it more easily. 
Case 3: “Leading Across Cultures at Michelin” Case Studies A and B
Part A: General Leadership
	Before coming to America, Chalon was a largely democratic leader in a system where true democracy was practical (Voegtlin et al., 2012). In discussions, Chalon would table his ideas and expect inputs from his subjects. In this system, Chalon and his colleagues were almost at a similar level professionally and could share ideas. However, this style of leadership also called for largely formal relationships between Chalon and his colleagues. Despite sharing ideas on various issues on many occasions, sharing personal life was not expected. 
	Additionally, before his arrival in America, Chalon looked to enhance the productivity of his team by spelling out the expectations and requiring them to do as he stated. In his leadership, he used criticism as a way of motivating individuals. He stimulated his subjects to perform better by pointing out the mistakes that they made and the steps that he expects them to follow in order to improve. He chose not to complement his subjects. He, thus, did not reward hard work with the thought that it would breed complacency. In his appraisal of his subjects, he was more interested in merit rather than effort. 
	Despite his previous successes, his leadership skills were questionable in the American environment. For this reason, Chalon had to change his leadership behaviors in various ways to succeed in the American environment. First, he had to incorporate cultural intelligence in his leadership behavior (Voegtlin et al., 2012). While in the European environment relationships between himself and his colleagues were largely formal, the situation in America was different. Sticking to formal relationships made Chalon seem a cold and distant leader. Buying into the informality of the American culture helped Chalon to get closer to his subjects hence enhancing his leadership effectiveness. 
[bookmark: _GoBack]	Apart from having to learn the major cultural differences, Chalon also had to change his way of appraising the performance of his subjects. While he was used to a style of little compliments and only complimenting merit, the American system saw this leadership style as mean. Being more generous with his compliments helped his leadership effectiveness in American. A Leader who compliments the work of his subjects enhances the confidence of the subjects and makes them feel appreciated; this feeling alone can be a great motivator that enhances performance. Also, appreciating effort rather than merit makes one’s subjects to feel safer as their individual capabilities are not trivialized. 
Part B: Personal Reflection
	Contingency in leadership is highly important. An effective leader has to be one who is flexible enough to change his style of leadership depending on his current circumstances and the people they have to deal with (Vidal et al., 2017). Lacking flexibility and the ability to employ an alternative leadership style is detrimental to one’s leadership ability. The main importance of having a contingency leadership style is its use in case one is moved to a different department, region, or culture and they have to adopt new styles. 
	For instance, in my organization, we recently had a leadership reshuffle. Our new head of department had the reputation of being a largely autocratic and even dictatorial leader who wore his distant and mean personality at the workplace. He demanded the best out of everyone and could not take excuses or any form of failure. However, we were used to a democratic leadership. We found it difficult to cope with him initially. The decrease in the motivation of my colleagues was palpable and the department’s performance was dwindling. Luckily, our leader was one with the ability to alter his leadership style to accommodate our needs. He started listening to us and interacting with us more hence fostering improvements in performance. 
	Furthermore, having a contingency plan can help leaders to avoid monotony and boredom. Sticking to one leadership style can breed monotony and toxic familiarity which will severely decrease leadership effectiveness (Vidal et al., 2017). However, having contingency leadership styles can help a leader to avoid these situations. For instance, for autocratic leaders, subjects might get tired of being bossed around and start being resentful and rebellious (Shondrick et al., 2010). Being able to alter leadership to slightly democratic methods can help a leader to prevent this possible turn of events hence maintaining their leadership effectiveness at a high level. 
Case 4: Leadership Styles Case Study
Part A: General Leadership
 	From the case studies, the appropriate leadership styles vary. In the first instance, where a fire alarm went off in a Bucharest office, a coercive leadership style would suffice. In emergency situations, leadership should be coercive and authoritative and allowing for no room for questions or mistakes. In the second case, although there a few complaints, Michael’s pacesetting style is largely appropriate; he leads the way for his subjects and shows them what he demands of them. For resolving the conflict in Prague, the leader correctly attempts to use an affiliative leadership style; this style allows the leader to give the subjects room to express themselves hence helping to solve personal differences (Müller & Turner, 2010). For the case of the training sessions that never worked, it would be important for the division’s senior vice president to exercise democratic leadership; to keep the morale of his subjects, he should have been open to implementing their ideas. Helen and her company appropriately select a coaching style of leadership to identify talent and develop that talent for the benefits of their firm (Müller & Turner, 2010). To help Eugene improve his performance, Margarita should use authoritative leadership; she should use a style where she  
Part B: Personal Reflection
	In my current position, I often get responsibilities to lead various projects. As a leader, I always look to invest in people and relationships. Thus, although I like adopting various leadership styles depending on the prevailing circumstances, an affiliative leadership style is the core of all my leadership decisions. With this approach, I often look to build a harmonious team that works towards a similar goal. Team building has been a real revelation for me. With this approach, I eliminate interpersonal differences between team members and promote collaboration towards the achievement of a shared vision. This way, I optimize on the use of the strengths of my subjects and mitigate the impact of their weaknesses hence guaranteeing good performance (Müller & Turner, 2010). 
	However, a major drawback of this style of leadership is that it is only effective when I’ am the highest authority of a project. For instance, in meetings where I present projects reports, the people involved are often more senior in the organizational hierarchy and possess vast experience hence making affiliative leadership ineffective. Also, this system has a high potential of breeding potentially toxic familiarity between a leader and their subjects. For that reason, I’ am flexible enough to switch my style whenever necessity beckons.
	 Thus, in situations of great pressure when we have plenty to do in a short time, I often use a coercive style of leadership. With this style, I give tasks and strict guidelines. Failure to achieve set deadlines has consequences for the team members. This style often forces my subjects to work harder and achieve the desired goals. 
	For those subjects who are young in the department like the interns, I often look to utilize a coaching style of leadership. I always take time to teach them various tasks and help them with settlement into the organization. This style of leadership helps me to nurture talent while also utilizing the talent for the good of the organization. 
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