1. At this point, I would begin by “managing up” and creating a working plan of action that broke down the workload into two job descriptions, a CEO and a COO. In creating this plan, I would clearly reinforce Mr. Bussard’s passions to conduct his tasks while offering my willingness to collaborate with him. This plan would highlight three primary targets: the first target would be, clarification for the employees, the second target would be support from the members of the board, and final would be the positive impact on the company’s vision. By creating two clear cut job descriptions both with clarification of direction they would reduce confusion with the employees. Other results of this proposed division would be reducing stress and increased time for creating programs for employee growth. “It’s easy to think we only need to manage up if we are navigating a bad boss. But in truth, even a good boss needs managing. In fact, the best bosses are the ones who make space for input and direction from people regardless of their position in an org chart.” (Williams, 2019) With these ideas fresh in my mind I would ask for an hour or so on his calendar to finally talk about the company’s vision and implied positions. After he reviewed my vision (or plan), I would directly ask if he would like to change anything within the descriptions while asking for his guidance on implementing. With his help, I do not think it is too late for change. It is never too late to try to fix a poor working environment or leadership- follower relationship. Thus, improving the leadership for the entire company. Mr. Bussard clearly wants what is best for himself and for his company. This plan would be providing him a means to do that, using his experience, and his coaching. “Know your manager’s vision and priorities and how they fit in with the organization’s mission. To be successful, you need to help your boss achieve her goals, and you will be most effective if you understand her priorities and how they fit with the bigger picture goals of the organization. The vision provides the context and “why” of the work you are doing, thus allowing you to align your priorities, motivate your team, anticipate challenges and opportunities and influence the vision over time. If your manager doesn’t give clear priorities, you will need to take a more active approach to elicit guidance.” (Hart, 2019)
    2. Mr. De la Vega’s middle management experience has left him as a passive follower when dealing with Mr. Bussard and implementing the vision the board had for his position. Mr. De la Vega was expected to solve a problem that directly or indirectly affected all levels. He has not taken the initiative or the courage to effectively assume responsibility. Looking back on his last year of employment he also showed conformist and alienated follower traits. Instead of just following the day to day routine, he needs to remember his “make it happen” attitude that he came to the job with. Layout his plan of action and explain what his vision is for the use and storage of the biological data. Instead of waiting for “clearance” or approval to present his ideas, he needs to take the initiative and do the job he was hired for. If he does his job as he was hired for, clearance will be granted.
3.     On the cover page for my resume I would have supplied my vision, my goals, and my intent. During my interview (The second interview), I would verbally reiterate and emphasize my desires to carry out a combination of the company vision interlaced with mine. To ensure that this combination happened efficiently, I would schedule a meeting through his secretary for Mr. Bussard and myself for at least an hour, putting what he wanted me to do in writing and then schedule another meeting with Mr. Bussard and the board to explain what I would do to meet their goals. This would provide me with documented feedback, clear directions, and quality mentorship. “Creating an inspiring vision is only one aspect of setting direction. Followers also need specific, unambiguous goals and objectives on both an individual and a team level.” (Daft, 2018)


1. If I was in De la Vega's position, I would not have dove into the job blindly. As leader, it is imperative to be aware of the changes and the duties of your job so your subordinates feel comfortable working with/for you. De la Vega made the mistake of waiting too long to establish boundaries and further establish the boundaries and duties of the job and what it entailed. De la Vega's relationship with Bussard is a precarious relationship which one should try to avoid within a workplace. Communication is key. As a team, if the communication from the chain of command is corrupt then so will the work being put out. It is okay to ask questions and seek further help. De la Vega should respectfully reach out to Bussard with persistence in order to make the changes that are needed. 
2. De la Vega's follower style is categorized as a survivor. A survivor follower goes with the flow of things. They follow the path of least resistance and play it safe.  Which in turn hurts him as a follower. In order to change this, he must get outside his comfort zone and find a way to communicate with Bussard in a manner. Requesting a one on one meeting, or sending an email on a new plan may be the best route. I personally would suggest having a meeting with Bussard so one could have his full attention and not just have a conversation in passing. 
3. If I was in De la Vega's position, I would have asked for clarity on the job's requirements and duties before taking the position. This should have been laid out in the contract to begin with because now De la Vegas is entering a situation with no foundation or guidance. The early one establishes boundaries and standards the better the whole team can perform and it leaves less room for error. If I were to have issues communicating, I would be very persistent with my plan to help the team and seek guidance to better do my job.


