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PART 1
Introduction
Developing an organization into a stable and operating entity takes more than the proprietor’s or owner’s dedication. It requires both intrapersonal and interpersonal social skills to implement ideas into concrete actions. The mindset behind the formation of an organization categorically needs to envisage top managerial qualities in order to convey blueprints of what the business idea will look like in a practical sense. This paper discusses various aspects that lead to the formation of operational organizations based on the contributions of people that it involves. The paper emphatically looks at aspects such as individual and social characteristics and evidence-based leadership skills that could lead to the development of functional organizations. It looks at the Techniques for Problem-Solving for which are unbiased to decision-making within such organizations. Furthermore, it evaluates steps in team performances with more specific lenses focused on the relevance of having teams over individual approaches to performance. The structural arrangement for this paper, however, takes two parts with the first part discussing provided organization formation and evaluating aspects while the second part applies the formation aspects of the first part to an actual work setting. Social skills are pertinent endeavours for the growth and longevity of any organization.
How People-Skills and Evidence-Based Management play a role In Organizational Behavior
Organizations whose leaders are extroverted in nature consequently embed the same behavioral aspect in their teams or their employees. People skills are behavioral practices that are displayed by individuals within organizations. They can either be interpersonal or interpersonal social skills displayed while relating to others and self-assessment. If a manager, for instance, is socially assertive, he feels confident and outspoken, therefore influences the culture of the workstation making his subordinates to be circled by that same social approach. Assertive social skills in the organization will inform the behavioral styles to be utilized within the company (Lamb, Maire & Doecke, 2017).
Evidence-based management determines the reasons for having internal codes of ethics. Violations of values set out by an organization are often analyzed using certain acts and chapters within the organization’s codes of conduct. Evidence-based management is a tendency of using exemplary administrative leadership styles that appreciate the social well-being of employees by considering their critical thinking abilities and practical proof to issues concerning the company. More relatively, Armstrong (2016) describes it as taking organizational actions based on provided evidence on how to tackle issues that affect organizational behavior.
Still, as illustrated by Latham (2018), professional or ethical behaviors in an organization are achieved by coming up with evidence that supports why certain actions are frowned upon while others are appreciated in the organization. For instance, legal actions against an organization by one of its members are made to be tackled within the entity’s dispute resolution department because evidently, conflicts prevent the attainment of organizational goals and could ruin the reputation of the organization.
Facets of Becoming an Effective Manager
Managing one’s mindset is the initial step to becoming an effective manager. Harvard Business Review has often reiterated that having a reflective mindset that allows one to see things more objectively which is a requirement in managing an organization (Latham, 2018). Mau (2017), compounds that a competent leader must first visualize ideas creatively before setting out to implement his visualized decisions. The same process ensures that budding effective managers are conversant with requirements that team management entails. His intra-personal and social skills should characteristically embolden impeccable reasons for choosing to be a manager.
Becoming an effective manager requires the ability to manage individual contexts or situations. As the world continues to move closer as a result of technology development, issues and varying concerns continue to pose great challenges to humanity. Any effective upcoming manager should be able to overcome challenging contextual situations around him so that he is well-equipped with necessary experiences for future management roles. As Mau (2017) and Latham (2018) sum it, an upcoming effective manager should have the worldly mindset and more futuristic and prospective views that aim at solving problems and articulating relevant decisions.
Techniques for Problem-Solving For Alternative Solutions and Bias-Free Decision Making
Defining a problem as an initial technique used in problem-solving helps to specify the causes of the encountered problem. Defining a problem is a process that should not be conducted by a single member of the organization because it encourages biasedness. It, therefore, requires ardent consultations with other members in a department that are equally affected. They will generate different perceptions and opinions from which many varied points of view contain relevant alternative solutions to the problem.
Working through a problem as a team allows individuals’ contributions to establish a positive work culture within an organization. Evidently, it is sometimes impossible to satisfy every member in a problem-solving team with the solution settled on. But in order to promote bias-free decision making, it is hence required of the team leader to conduct inclusive and ungagged consultation with the members (Raghuwanshi & Pateriya, 2019).
Evaluating the implementation of alternative decisions to a problem unites members of an organization towards a common goal and objective. Because of the inclusion that brought alternative solutions to the problem and unbiased acceptance to implement such alternatives, the team becomes more practically amalgamated. As demonstrated by Raghuwanshi & Pateriya (2019), it also propels the organization to set new and higher goals that could take the company ahead of other significant competitors.
Steps Involved In Implementing Teams and How Teams Can Outperform Individual Performance
Exploration on why a team needs to be rolled out is the initial step to implementing a team. Exploration expounds the reasons, the benefits and the roles that the team will play once it is made to begin action. This step reminds every participant in the team why the team is formed and what roles they are supposed and expected to execute as members. Upon implementation, the team could come back to this step in the eventualities that outcomes are not matching the previously set expectations.
Team performance helps organizations in managing their relationships. Apart from using the frequently laid out chain of command in the form of organizational structuring, teamwork provides a collaborative mindset system that results in better innovation and productive outcomes. In comparison to performances carried out by individuals, teamwork enjoys supremacy over individual work. As Lamb, Maire & Doecke (2017), individuals are limited to using a particular set of skills that, without further consultation with other people, can continue to present similar outcomes because of using the same procedures over and again. On the other hand, group performances are constantly improved because of varying experiences and backgrounds of the divergent team members.
Teams can outdo the performances of individuals by deliberating many points of view. Teams are able to analyze various proposals and implement the most accurate of all the alternatives. This is something that is largely absent in an individual’s work. Winsborough (2018) proposes that many interpersonal skills when combined with different intellectual capacities of teammates’ result in improved performance than when the work is done single-handedly. When the tasks being done require multiple skills, teams will definitely outperform those done by individuals.
Managerial, Team and Leadership Tactics That Increase Creative Abilities within Organizations
Managers can utilize company resources to offer incentives such as bonuses, promotions and retreats to employees to motivate them to become more creative. A motivated mind can create and implement innovative ideas in an organization.  As discussed by Mumford et al. (2017), managers could predict what motivates their teams and therefore tap into that tactic to effect creative abilities. A manager could use a fully paid annual retreat as a recess session to discuss issues that affect his team. He can also deploy the use of an external legal specialist to discuss with the team during a retreat. Balsdon et al. (2018) posit that using external specialists build trust among members. This concept can be applied to improve the creative abilities of a team.
Designation of specific roles and responsibilities to particular team members while using the Management by Objectives model of appraisal generates creative abilities. Mumford et al. (2017), describe that Management by Objectives (MBO) involves training every aspect of the company’s goals, objectives and missions to team members. In effect, it attempts to continuously inform teams on the required or desired outcomes in performances. Since MBO contains predetermined performance appraisals, each team member will consequently strive to create better results in the assigned task. Organizational team leaders could inculcate this method to improve general performances.
Transformational leadership permits creative abilities in an organization that uses it. This leadership tactic covers all corresponding leadership styles. It contains laissez-faire, democratic and autocratic leadership. According to Mumford et al. (2017), it is a leadership management approach that resembles a mentor-ship hind of program. Collectively, it allows and appreciates individual differences among the team members. It accepts and expounds on individual weaknesses, thereby creating rooms for improving and correcting areas of flawed outcomes. This leadership style provides a niche for employees to work and learn from their mistakes and still hold a sense of belonging to an organization. Covelli & Mason (2017) state that this leadership style is generally effective in organizations that are highly competitive.
PART 2
Application of Concepts from Part One to Personal Work Setting and How to Implement Them
I would like to apply facets of becoming an effective manager to my work setting. I am a senior high school teacher responsible for a class whose majority members are in the school’s leadership and society associations. Most of these students rely on my teaching of managerial skills to make better and effective managerial decisions in their areas within and without school. I will implement facets discussed in this paper by assigning the students respective managerial assignments that, for instance, entail discussing or elaborating contextual issues such as implications of having police officers within schools. I will thereafter analyze and share with them the responses that they will return.
I would also like to apply managerial, team and leadership tactics that compel creative abilities among my students. I will implement this approach on to the learners by using incentives such as issuing free theatre tickets about all-state student fairs or symposium to those who perform excellently in a common task that is understood by each learner. In effect, this will highly motivate the students to deliver great performance for the reward contains firstly, an all-state students’ affair. Senior high school students often love this kind of thing. Secondly, it will be an outdoor learning exercise that breaks monotonous classroom learning. Covelli & Mason (2017) support that using this approach cuts across all inter-organizational domains in motivating their staff.
The Key Elements from Part One that Can Strengthen Personal Practice of Leadership
The key element from the first part that can strengthen my leadership practice is using people-skills and evidence-based management in my area of work. People-skills and evidence-based management allow my personal leadership practice to easily interpret, predict and control the social behaviors of my students within the school setting. People-skills more reverently would allow me to analyze varying emotional and behavioral responses that students depict while relating to other fellows. Evidence-based management on the other hand, enables me to vehemently carryout student detentions and suspensions as classical conditioning for correcting unwanted behaviors within the school.
Also, evaluating the steps involved in implementing teams and how they can outperform individual performances can improve my leadership skills as a professional teacher. Professionally as an educator, I frequently encourage and assign students to work in groups as they readily learn from their peers than from adults. My class’ summative evaluation results have often shown periodic improvements in student performance after being assigned to groups. Pak & Kim (2018) have shown that high performance in working teams begins from active and competent leadership that this element of part one postulates. For that reason, this element from the first part strengthens my leadership for it equips me with ready implementation processes I need in order to effectively divide my students into all types of groups that effective.
Conclusion
Everyone is inherently endowed with leadership skills that are required by organizations. It only takes identifying these skills in time and grooving them in readiness for future leadership roles. Utilizing people-skills from earlier age sets the roadmap to becoming an effective manager. Utilizing people-skills also encourages team contributions and appreciates the need for an evidence-based management approach. This paper has evaluated the organizational aspects needed to implement teams and given reasons why workings in teams often outsmart individual outcomes in assigned tasks.  It has conclusively evidenced why interpersonal social skills remain pertinent endeavors for growth and longevity in any organization.
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