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Dear Lynnette,


	Thank you for the opportunity on this project. I have been looking for such a project to help me excel in becoming a leader in this organization. From my understanding there seems to be a lack of cultural competency of the Lakeland Clinic staff. Cultural competency is an important aspect of effective communication. Action at every level of an organization must begin with communication (Five attributes of Leadership, 2017). With cultural diversity now being a norm in our society it is important that all people and organizations learn how to connect and communication with others in those circles. 
	To effectively train employees on cultural diversity a healthcare leader should be able to communicate with the staff, take accountability for the environment they create and understand the importance of leadership with behavioral intelligence. Communication is arguably the most important skill of an effective leader specifically the ability to listen to employees. Communication and listening help to build trust, leading to a stronger level of engagement and a stronger employment relationship (Five attributes of Leadership, 2017). Leaders should be responsible for the roles they inhabit as well as the people they lead. Employees compare themselves to the treatment they are given to that of their coworkers. Leaders should take accountability for their actions and make sure they promote a fair environment for all employees to promote a positive workflow. Responsible leadership is embedded in the relationships of leaders, and responsible leaders are defined by their inherent moral responsibility to be responsive and accountable to all (On developing responsible leaders, 2018). 
	Knowing what people see, hear and respond to is behavioral intelligence. Behavioral intelligence begins with self-awareness and ends with social awareness. Self-awareness requires recognition and acceptance of the effect that an individual’s behavior has on others so that the individual can then mitigate those undesired effects (The most effective leadership style for the new landscape of healthcare, 2010).  Social awareness is being sensitive to the needs of others, knowing the behavioral attributes and needs of people you lead. 
	The one person I would choose to lead a project like this is Dr. Jackie Walters. Dr. Jackie is an obstetrician-gynecologist that practices out of Berkeley Lake, Georgia.  I chose her for many reasons including that she is a woman of African descent. The neighborhood residents are predominantly Haitian and having someone with a familiar background lead could help build the gap between different cultures. Dr. Jackie is a pioneer in her own profession as she takes on health and fitness with her Fit Is the New It (FITNI) lifestyle program. Her foundation 50 Shades of Pink helps to bring awareness to breast cancer and helps being women from all walks of life together to battle the same cause. Dr. Jackie has a national reach and the ability to bring people together with innovative fresh ideas with a modern approach. The one characteristic that makes her successful is that she takes her own life experiences and uses them to help engage people all around then world. Dr. Jackie is a two-time breast cancer survivor and she used that experience to bring together survivors and those affected by breast cancer. 
	My leadership skills are like Dr. Jackie’s in that I use my own experiences to relate with people around me as well. Dr. Jackie I believe has a transformational leadership approach. This approach is used to inspire, energize, and intellectually stimulate individuals (Visions of effective leadership, 2017). Similar to my won leadership skills I think its most effective to play into your followers’ values, emotions, and ethics to create a strong bond founded on trust and transparency. 
Addressing Lack of Diversity
	The best approach to address the diversity issue at Lakeland Medical Clinic would be utilize the key qualities of transformational a collaborative leadership. Providing an environment where there is a constant space for staff members and member of the community is important. Training staff members on the importance cultural diversity can also be a viable approach. With adequate training the staff member can learn the qualities necessary to bring the entire community together. 
	Transformational leadership is dependent on the strong bond between leader and follower (Northouse, 2016). Bringing together the community and staff members requires communication and mutual respect. An inclusion workshop can be implemented. The purpose of the workshop will be to increase cultural awareness, communication and knowledge of the people that surround them. While the inclusion workshop can be effective policies should also be put into place to continue to enforce the continued efforts. During the workshop staff members can write down what they think it may feel like to walk in the shoes of people in the community. This activity can allow them to think critically and honestly about the perspective of the members in the community. Once they can effectively step in the shoes of the members, they can initiate more meaningful and open communication which will then build trust. 
	Using the transformational leadership approach may possibly enforce negative leadership traits in the staff. Instead of transforming people in a positive way, leaders use their and influence in a negative way (Vision of Effective Leadership, 2017). My approach to counterattacking the negative effects of the leadership monthly goal setting. Staff members would be required to set specific and challenging goals related to diversity in the workplace. This strategy will force the employees to be accountable for themselves in their interactions with the members of the community.
 	The process of building a culture that explicitly values differences between individuals operates at three levels: strategic, managerial and operational (Workplace Diversity Training in Australia, 2015).  Changing the hiring process at Lakeland Medical Center is an approach on the managerial level. Recruitment policies need to be reviewed to assess the cultural competency of the people interviewing to work for the clinic. Cultural awareness is just as important as academic qualifications and should be highly considered. Hiring staff members who are culturally competent will fix the issue at the root of the problem and that hire can promote those skills to their coworkers. 
	Cultural competence offers ways towards managing intergroup dynamics in the organization (Culturally Competent Behaviors at Workplace: An Intergroup Perspective for Workplace Diversity, 2014) In this email I outlined a few steps in correcting the diversity issue at Lakeland Medical Clinic. Reviewing the policies, enforcing staff member goal setting, inclusive workshops where staff member are trained in cultural awareness and assessing cultural competency during the hiring process. I am excited to begin this project and I hope to use the steps outlined to promote a positive work environment for both staff and members. 
Thank you again!
Taylor Kornegay
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