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Abstract
This Report Is an Evaluation of Leadership Style As It Affects Motivation and Productivity in Work Organizations. The Terms Pertinent to This Work Are First Defined. Historical and Current Theories Are the Presented and Discussed. Theory Understanding and Implementation Are Essential to Increase Motivation in the Organization. Data From Leadership Style Studies Is Presented Showing That Situational Determinants, Traits, And Wide Style Range Are Essential to Promote Motivation and Effective Leadership. There Is No Single "Narrow" Leadership Style for All Occasions Rather the Whole Leader Is Needed for Optimum Productivity.
Introduction of Leadership:
Inherent in the Definitions of Lead, Leader, Leadership, And Leadership Style Is the Notion of Motivation. People Generally Think of Movement, Fulfilling Needs, Doing, Inertia, Change, Causality, Influence, Action, And Impact When They Ponder About Motivation. Of Times, Questions Are Asked About Motivation Like;
How Did a Cause B?
What Factor or Factors Really Caused B?
Why Was B Motivated?
Who Had the Most Impact On B?
Motivation Can Be Considered in Two Major Modes, Intrinsic and Extrinsic. Intrinsic Motivation Is That Which Comes From Within the Individual, Team, Group, Or Organization. It's Execution Brings About Production and Self-Actualization. Extrinsic Motivation Is That Which Originates Outside of the Individual or Organization Under Scrutiny. The Fulfillment of External Motivation Results in What Lawler (1973) Calls Social Rewards. Dyer, (1972) Defines Three Areas Affected by Motivation. A
Change in Amount, Quality, Or Direction of Performance. Dictionary Definitions Give More Insight Into the Relationship Between Leadership and Motivation. To Lead Means to Show the Way, To Conduct, To Escort, To Guide, And to Direct. To Cause to Follow.
To Induce, To Steer, To Tend Toward a Certain Goal or Result, To Point the Way by Going First or by Setting an Example (All Implying Some Type of Motivation). Of Course, A Leader Is One Who Executes in Some Manner One or More of These Processes.
Leadership May Be Defined As “to Go Before” Or “show a Right Path” There Is a Leader in Each and Every Organization Who Leads an Organization, Further to Achieve Their Objectives. It has Been Viewed That Without a Leader at Every Level of Organization. Our Organization Can Miss Opportunities, Stifle Innovation, Underutilize the Employees, Fall Short of It's Objective in Customers Service,Quality,Productivity,Profitability. Leadership at All Levels Makes Difference As to Whether Our Company Will Be Around for Long Haul, So Invest Today in Leadership to Attain Success Tomorrow’s Developing Leadership at All Levels in an Organization Helps to Sustain Long Term Success. Leadership Is a Complex Process Through Which a Person Influences Others to Accomplish Their Goal & Directs the Organization in a Way That Makes It Cohersive.A Leader Carries Out Processes by Applying Leadership Attributes Ie.Beliefs,Values,Ethics,Characteristics, Knowledge Skills

developing Leadership Covers the Broader Concept of Whom? What? Where? Is Intended to Assist in the Promotion of Leadership Development
According to Collins Leadership Is a Very Vast Concept That Includes:
1. Position of Leader
2. Period During Which Person Occupies a Position of Leader Within an Organization
3. Ability to Lead Leadership Qualities
4. Leader As a Group of Union
According to Warren Benes”leadership Is Focused Much More On Individual Capability of a Leader. It Is a Function of Knowing Yourself Having a Vision That Is Communicated, Building a Trust Among Colleagues & Taking Effective Action to Realize Leadership Potential.

“leadership Is an Interactive Conversation That Pulls People Towards Becoming Comfortable with Language of Personal Responsibility and Commitment”

leadership Is Not Meant for the People of Top Management, But Everyone Can Discover Power Within Himself and Can Lead “leaders Are Not Born They Are Made”. Leadership Is More About Dealing with People Verses Tasks. Great Leaders Are Able to Positively Influence People to Perform the Tasks to Them.”leadership Is Effectively Influencing Others”

leadership Is One of Those Areas About Which Huge Amount Is Said While Leaving a Big Question Unanswered
Who Is a Leader?
· Someone Who Is Not a Natural Leader Leadership Programmers to Run Where Natural Leaders Can Develop Skills to Become Great Ones
· Training Programmers’ Push Them to Gain Insight, To Comfortably Stretch Their Boundaries.
· Once You Are Able to See What Is Going On, Then You Can Move On to Developing Essential Skills.
Essential Skills of Leadership:
· Good Communication
· Being Articulate
· Think On Your Feet
· Humor

· Flexibility

· Integrity

· Compelling Presence
· Empathy

· Innovative &Promoting Change
· Having Ability to Develop As a Leader
· Focus On People
· Inspiring Trust Among Members
· Long Range Perspective
· Changing Status
Leadership Role:
1. Need Is to Demonstrate the Kind of Leadership
2. Managers Can Take Step &Can Go Beyond Expectations to Become Inspirational Leaders
3. Good Leaders Smoothly Brings Big Changes Within an Organization
4. If Members Are Ready for Promotion Then They Have to Understand Next Level
5. Leadership Development Is All About What You Need to Help Company’s Progress to Next Level
Leadership Style Theories:
According to One Well Respected Behaviorist, Warren Bennis, Leadership Theory Seems to Be Very Unclear. “of All the Hazy and Confounding Areas in Social Psychology, Leadership Theory Undoubtedly Contends for Top Nomination. And Ironically, Probably More has Been Written and Less Is Known About Leadership Than About Any Other Topic in the Behavioral Sciences” (Bennis Cit. In Weed, 1972).
The Probable Reason for Such a Statement Is the Multiplicity of Terminology Which has Been Applied to an Equally Voluminous Number of Models and Viewpoints About Leadership and Leadership Style. Perhaps the Best Categorical Description of Many of These Theories Is Found in Stogdill (1974). He Separates the Many Theories and Theorists Into Basically Six Camps. Great Man and Trait Theories Are Some of the Earliest Dating Back to the Nineteenth Century. During the First Half of the Twentieth Century Environmental Theories Emerged. Overlapping the Environmental Theories Were the Personal-Situational Theories Propounded During the Time Between the Thirties and the Sixties. The Final Three Categories Have Come to the Forefront in the Past Twenty Years. They Include the Interaction-Expectation Theories, The Humanistic Theories, And the Exchange Theories. Petit (1975) Discusses Three Factors Which Are
Involved in These Different Theories of Leadership Style. They Are the Traits of the Leader and His Followers, The Behaviors of the Leaders and His Followers, As Well As the Situation in Which Leadership Is Exercised.
Early Theories:
The Great Man and Trait Theories of Leadership Originated Through Looking at the Traits and Heritage of Leaders Demonstrating Impact in the Past. According to These Theories There Are Certain Traits or Certain Biologically Inherited Characteristics That Leaders Have Which Motivate the Masses to Follow.
This Theory Type Is Narrow in That It Disregards Other Essential Factors Which Are Considered Later in the Development of Leadership Theory. That Is Not to Say, However, That Traits and Other Personal Characteristics Are Not Important in Motivational Leadership.
The Environmental or Situational Theories Focused On the Societal-Group Factors Which Produce and Promote Leadership. The Motivational Leadership Style of the Leader or Leaders Was Thought to Be Dependent Only Upon the Situation According to This View. Those Who Proposed This Theory Made the Same Mistake Which the 'Great Man-Trait' Theorists Made; That of Being Too Narrow in Their Observations and Conclusions. It Is Apparent However That the Group, Place. Time and Circumstances Do Play an Important Part in Motivating Workers to Action.
The Next Group of Theories to Emerge Combined the Trait and Situational Factors in What Stogdill Calls the Personal Situational Theories. This Group of Theories Began As a Two Factor Theory Considering the Traits and External Conditions of the Leader. Next It Expanded to a Three Factor Theory Which Included the Task of the Group. Some of the Major Personal-Situational Leadership Theorists Include Warren Bennis, J.R. Gibb, And Others.
Modern Theories:
The Interaction-Expectation Theories Look to the Expectations or Valence of Those Involved in the Work Relationship. They Recommend That These Expectations Are Promoted Through the Continuity or Lack of It As Seen by the Subordinates and Supervisors. The Focus of the Development of Motivation Is in the Sentiments of the Involved Parties During and Following the Processes of Interaction. Proponents Of
Interaction-Expectation Theories Are Fred Fiedler, R.J. House, G.C. Homans, Ralph Stogdill and Others. The Exchange Theories Point Out a Joint Contribution to Organizational Motivation by the Subordinates and Supervisors. The Organizational Members Provide Social Rewards for Each Other and Receive Back the Same. When This Social Exchange Occurs On an Equitable Basis Motivation and Productivity Are Optimized.
The Humanistic Theories Began with a Basic Assumption That People Have a Natural Inner Motivation. This Motivation (When Freedom and Creativity Are Promoted in the Organization) Is Translated Into Productivity. There Are Many Models of These Theories Which Have Many Similarities.
These Include Chris Argyris' (1964) Organization Vs. Individual Model, The Blake-Mouton (1964) Managerial Grid, Douglas Mcgregor's (1966) Theory X and Theory Y Model, The Task-Person Leadership Style Model Proposed by Sergiovanni, Metzcus, And Burden (1969), The Hersey-Blanchard (1972)
L.A.S.I. Task-Relationship Model, As Well As Others. These Humanistic Theories Have Had the Biggest Thrust During the Past Decade and Are Still Much in Vogue Among Management Specialists and Organizational Development Agents. When These Humanistic Theories First Emerged an Assumption Was Made by Some That There Might Be a Best Leadership Style for Any and All Situations. As This Assumption
And These Theories Were Tested and Evolved; Researchers Found No Best Style for All Situations but Found That Style Adaptability Is a Major Key to High Motivation and Productivity. Style Adaptability According to Hersey-Blanchard (1972) Is the Degree to Which a Leader Is Able to Adapt His Behaviors to the Demands of Various Situations in Order to Accrue Appropriate Results in Those Situations. The Humanistic Theories Show Four Basic Generalized Leadership Styles. Different Workers Name Them Differently.
Developing Leadership Skills: 

Every Level of Organization Requires Characteristics As a Key for Effective Leadership. The Essential Attributes of Leadership Development Are the Followers. Learning and Understanding Different Functions an Organization Should Work Together Understanding the Complexities & Changes Happening in External Environment.Analysing Strengths,Weakenesses,Opportunities & Threats to Understand the Strategic Objectives Which Are Influenced by Current and Future Influences.

supports Corporate Goals by Helping to Create & Communicate a Vision Which Can Be Understood by at All the Levels Within an Organization & Helps Others to Contribute Strategic Goals. Communicating Effectively and Efficiently and Response to Messages and Signals From Internal As Well As External Environment. By Making Effective Use of Communication Channels to All the Levels Within an Organization. Exchange of Information Takes Place in an Organization Among the Suppliers, Customers and Partners. Listening to Every Person Views Carefully and Thoughtfully. Selection of Personal Communication Styles and Techniques Carefully to Different Situations.

gathering of Information by Establishing Multiple Channels and Networks Which Can Be Able to Generate Constant Flow of Information From Inside As Well As Outside the Organization Regularly.Consistenly Gathering, Challenging and Using the Gathered Information in a Better Way.

after Analyzing the Information Can Take Over the Pre Appropriate Decisions for an Organization. Keeping in Mind the Problem and Solve the Problem by Selecting Best Alternative, By Considering It's Impact Before It's Implementation.
Developing Effective Teams by Contribution of Others at All Levels Within an Organization Ensuring That Members Are Known to the Plans, Team Development Schemes Etc.
Managing Yourself by Reflecting Personal Progress of the Individual &Asking for Feedback That Is the Result of Work Done by Person.
Adopting a Leadership in Initiating Actions &Decision Making Being Open Minded and Responsive to the Needs of Others. Working Towards Personal& Career Development Goals, Adopting Ethical Approach to All Personal and Organizational Activities.
Objective of Developing Leadership in an Organization
The Main Objective of Leaders Is to Develop Leadership Skills .Some People Might Believe That Leaders Are Born and Not Made It Is Possible to Develop Leadership Skills Within an Individual. People Follow Their Leaders As They Gained Trust in Them and Earned Their Respect.
It Takes a Long Time to Be a Leader .So It Is Advisable to Start Developing Leadership Skills As Early As Possible. There Are Specific Areas Where a Person has to Work On While Developing Leadership Skills. They Are Listed As Under:
1. Integrity:

Leaders Are Honest & Have High Ethics .It Is Important to Learn Traits Early As They Help to Gain Trust of the People .You Can Practice Some Actual Situations; This Behavior Is Taking Responsibility for Your Own Actions. Donor Play Blame Games When Things Go Wrong .Leaders Take Personal Responsibility for Their Team’s Goals & Objectives
2passionate:
Leaders Are Passionate They Are Very Enthusiastic About Their Work & Have the Ability to Rub the Energy Off On Their Followers.
3. Courageous:

Leaders Needs to Be Courageous Whom People Will Follow .Leaders Are Brave Enough to Bear Risks .The Ultimate Task of a Leader Is That It Should Be Courageous.
4. Goal Oriented:
Leaders Are Very Mush Focused On Their Objectives Which Is to Be Fulfilled by Them .They Develop a Strategic Plan to Achieve Their Goals. In Addition They Also Needs to Built Commitment From Team & Achieve the Organizational Objectives
5. Commitment:

Commitment to Work or Task Is the Earliest Step Leaders Work Hard and Have Strong Discipline in Following Through with Their Task to Attain an Objective
6. Developing People:
Developing People by Training ,Coaching or Teaching Them Is the Main Trait of a Good Leader .An Individual Cannot Achieve Organizational Goals Individually so to Attain the Objective They Have to Work in Groups .Leaders Develop Individuals to Build a Strong Team, So That an Organization Can Achieve Their Goals Effectively and Efficiently
7. Prioritize:

Leaders Do Important Things, Regardless of the Interest of the People. For the Leaders Whatever Is Required Should Be Completed with Best Efforts.
8. No Public Glory:
Leaders Should Understand That They Will Get Private Credit for Their Work .Public Glory Is Not at All Expected. Leaders Know That Whatever Are Their Achievements Is a Result of Joint Effort of the Team. They Share Glory and Credit with Rest for the Work .They Knows That They Are As Good As Their Team.

developing Leadership Skills Is a Long Process .Some People Are Might Born with Such Talents. So They Develop Into Leaders Much Faster .Leadership Is a Set of Behavior, Rather Than a Skill .Leaders Upgrades Their Team, Using Every Encounter Opportunity to Evaluate. This Constant, Ongoing Commitment to Provide Learning Opportunities Is Fundamental to Develop Leaders Throughout an Organization.

several Considerations Can Support the Development of Dispersed Leadership Including:
Developing a Common or Shared Leadership Language
Developing Skills Required to Determine Appropriate Leadership Styles for Given Situations
Developing a Culture That Values & Enables Broad Ranging Influence and Initiative .Many Companies Develop Framework That Identify the Leadership Capabilities These Helps to Create an Explicit Expectation and Understanding About Leadership Organization Sees the Value in Adopting and Creating Complex Ways of Communication Needs and Expectation Around Leader-Follower and Leader-Leader Interaction .Leaders and Followers Are Being Able to Adopt an Approach Is Helpful If We Have Developed:
A Healthy Self Awareness
An Understanding of How to Diagnose Situations & Needs
An Appreciation of Interpersonal Dynamics
Developing Leadership has Various Benefits It Encourages Informal Leadership & Provides Greater Satisfaction of Improvements .And Fulfillments the Culture of Such Approach Is Build Upon Acceptance That Organizational Journey That Provides with Opportunities to Develop Ourselves and Others, To Lead and to Learn
Motivation
Motivation Is a Word Used to Refer to the Reason or Reasons for Engaging in a Particular Behavior - Especially Human Behavior. These Reasons May Include a Drive, A Need, A Desire to Achieve a Goal, A State of Being, Or an Ideal. In Human Beings, Motivation Involves Both Conscious and Subconscious Drives. 
it's My Belief That We All Have One Ultimate Motive in Common. This Motive Drives Everything We Think, Everything We Feel, And Everything We Do - From the Time We Wake in the Morning Until We Go to Sleep at Night.
I Ultimately Define Motivation As Simply our Desires, Efforts, And Attempts to Be As Happy As Possible.
In This Case, The Term Happiness Does Not Necessarily Refer to a Feeling or Emotion. Feelings Come and Go so It's Neither Realistic...Nor Desirable...To Hope to Remain Exclusively in One Emotional State.
Rather, Used in a Context to Define Motivation, Happiness Is More Like a Core State-Of-Being That Describes and Contains Other States of Being Such As: Contentment, Satisfaction, Fulfillment, Completeness, And Wholeness.
By "Core State" I Mean an Underlying, Foundational State That Remains Even in the Midst of the Storms of Life. It's the Pursuit of This State-Of-Being That Motivates Us to Think What We Think...Feel What We Feel...And Do What We Do.
We All Have This Same Ultimate Goal in Common... And We Are All Doing the Best We Can with What We Have to Get As Close to That Ideal As Possible.
Types of Motivation - Extrinsic 
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There Are Two Primary Types of Motivation... Intrinsic and Extrinsic Motivation. Extrinsic Motivation Is Geared Toward External Rewards and Reinforcers.
Some Examples of External Rewards Are Money, Praise, Awards, Etc. Some Examples of External Rein Forcer’s Are Policy and Procedures, Disciplinary Action, Speeding Tickets, Boundary-Setting, Etc.
Extrinsic Motivation Is Said to Be Less Effective Because It Comes From Outside the Person. External Rein Forcer’s, For Instance, Are Usually in the Form of Control.
Laws Are There for Social Control...Policies and Procedures Are There for Internal Controls and Regulations... Household Rules Are in Place to Provide Limits and Consequence for Stepping Over the Line.
People Don't Usually Like to Feel Controlled. It's an Invitation to Rebel, Or Dig in Our Heels, Or Become Defiant. Most of Use Prefers to Use Our Own Map of the World...Not Have to Conform to Someone Else's Ideas About How It Should Be.
According to Herzberg's Two-Factor Theory Many External Rewards (E.G., Salary, Job Security, And Benefits) Don't Really Motivate but If They're Not There the Person Can Become de-Motivated. Herzberg Calls These "Hygiene Factors".
Types of Motivation - Intrinsic 

Intrinsic Motivation Is Geared Toward Internal Rewards and Reins Forcer’s. We Can Celebrate Our Success When We Do Well and We Can Beat Ourselves Up When We Don't.
Some Examples of Internal Rewards Are Enjoyment, Achievement, A Sense of Competence. Some Examples of Internal Rein Forcer’s Are "Should", "Musts", & "Ought’s", A Guilty Conscience, And Toxic Shame.
Internal Rewards Are Associated with High Academic and Occupational Achievement. It Seems Motivation Is Strongest When We Do It for the Fun of It...Or for the Feeling of Accomplishment. Maybe It's a Hobby, Or a Career Path, Or Our Purpose in Life.
Types of Motivation - Addiction
When It's Something We Really Like We Can Even Feel Driven to Do It. Or Get Addicted to It, Whatever "It" Is... In Other Words, Motivation Does Not Always Lead in a Positive Direction.
Remember That an Addiction Is an Unhealthy "Love-And-Trust" Relationship with an Object or an Activity. Love and Trust Are Very Strong Intrinsic Rewards That Are Tied Into Our Neural Networks for Survival.
Survival Needs, Such As the Need to Eat, Is an Internal Reinforce Because It Causes Pain in the Form of Hunger When We Don't Eat. We Get an Internal Reward When We Enjoy What We Are Eating.
The Same Is True When We Resist Something We Are Addicted To. The Pain Is in the Form of Cravings or Withdrawal Symptoms and the Reward Is in the Feeling We Get When We Engage. However, In the Late Stages of Addiction We No Longer Get the Reward but the Reinforce Gets Stronger.
Types of Motivation - Subconscious Motivations
Addiction Is an Example of Subconscious Motivation...We May Not Know "Why We Do It" Or "How That Could Happen" When We Find Ourselves in Trouble Again.
This Is Because It Would Be Too Uncomfortable for Us to Know That We Are Dependent On an Object or Activity so Our Faithful Servant - The Subconscious Mind - "Protects Us" From That Reality with a System of Defense Mechanisms We Refer to As Denial.
Other Subconscious Types of Motivations Might Include Various Neural Networks Created Early in Life Which Is Now Part Of implicit Memory - Such As...
· An Accident-Prone Person May Have a Subconscious Desire to Hurt or Punish Himself for Guilt Over Some Long-Past Misdeed or Mistake.
· A Person Who Uses Food for Comfort May Have a Subconscious "Part" Of Themselves...A Neural Network...That Learned Early in Life to Substitute Food for the Nurturing That Wasn't Available.
· Someone Who Pushes Others Away May Have a Part of Themselves That Sabotages Opportunities for Intimacy in Order to Protect From Abandonment.
It has Long Been Known That the Subconscious Mind Uses Defense Mechanisms to Ward Off Pain and Anxiety. These Defensive Strategies Are Learned Programs That Run Automatically From Neural Networks That We Intuitively Refer to As "Parts".
All of Us Can Remember Explaining That "One Part of Me Wants to Do X... But Another Part of Me Holds Me Back". These "Parts" Are Programs Installed On Conflicting Neural Networks. There Are Various Forms of Therapy for "Integrating" These Parts to Resolve Subconscious Conflicts.
Types of Motivation - "Toward" Or "Away From" Orientation
Most of Us Have Heard of the "Carrot-Or-Stick" Types of Motivation. Conventional Wisdom Suggests That Some People Are Motivated More by the Stick and Others by the Carrot.
"Stick People" Respond Better to External and Internal reinforcer'swhile "Carrot People" Respond Better to External and Internal Rewards.
Another Way to Look at This Is the "Toward or Away From" Orientation. Stick People Are Oriented to Move away From pain. Carrot People Move toward pleasure.
There Are Times When Each Orientation Is Necessary. For Example, If Your Goal Is to Manage Your Weight It's More Effective to Adopt a "Toward Pleasure" Orientation Because the Closer You Get to Your Goal (E.G., A Healthy Lifestyle), The Stronger Your Motivation Becomes. If You Take the "Away From" Orientation...The Further You Get Away From a Weight You Don't Like, The Weaker Your Motivation Becomes.
Motivation Theories - Cognitive Dissonance Theory
Cognition is Any Element of Knowledge - An Attitude, Emotion, Belief, Value, Behavior, Etc. When Two Cognitions Are in Direct Conflict with One Another a State of Anxiety Is Produced - dissonance is the Term for the Anxiety.
Compatible Cognitions Are consonant - I.E. They Are in Harmony.
A Classic Example of Cognitive Dissonance Is Holding the Belief That "Smoking Is Bad for You" While Continuing the Behavior of Smoking. These Two Cognitions Are in Direct Conflict with Each Other.
The Belief That Smoking Is Bad Is Part of One Neural Network - Perhaps Associated with Health and Fitness - While the Behavior of Smoking Is Part of Another Network Having to Do with Tension Management, How to Hang with Friends, Or the Like.
So, These Cognitions Exist in Different Locations in the Brain. Both Are Trying to Accomplish Something Important for the Self - Tension Management and Hanging with Friends Is Important.
When Two Cognitions Are in Conflict Anxiety (Dissonance) Is Produced and Grows Until It Becomes Stronger Than the Cognition with the Lesser Amount of Resistance to Change.
When This Threshold Is Reached the Subconscious Mind Is Compelled to Change, Ignore, Or Modify the Weaker of the Two Cognitions in Order to Dispel the Anxiety.
The Processes of Generalization, Deletion, And Distortion Are Used to Acquire, Invent, Repress, Or Modify Beliefs to Fit Better with the Behavior - Aka denial.
In the Example of Smoking and Other Addictions Repression Is a Distortion That Allows an Offending Belief That Cannot Be Deleted - "Smoking Is Bad for You" - To Be Ignored by Pushing It Out of Awareness.
When the Subconscious Mind Does This for You Without Your Conscious Awareness It's Called Repression. When You Purposefully and Consciously Push It Out of Your Awareness It's Called Suppression.
Motivation Theories - Maslow's Hierarchy of Needs
The American Psychologist Abraham Maslow Devised a Six-Level Hierarchy of Needs That Motivate Or drive human Behavior. I Believe That Each of These Needs Must Be Met in Order for One to Achieve Happiness.
Maslow Progressively Ranks Human Needs As Follows:
· Physiological - Food, Shelter, Clothing
· Security and Safety
· Love and Feelings of Belonging
· Competence, Prestige, And Esteem
· Curiosity and the Need to Know
· Self-Actualization

Maslow Suggests That Each Preceding Need Must Be Met - At Least to Some Degree - Before One Can Go On to the Next Level.
For Instance, A Child May Not Be Motivated to Pay Attention in Class If She Is Preoccupied with Hunger Because She Did Not Get Any Breakfast That Morning.
Maslow Refers to the First Four Levels As Deficiency Needs and the Last Two As Growth Needs. Deficiency Needs That Go Unmet Cause Developmental Deficits and Pain. Unmet Needs for Growth Cause Apathy and Stagnation - I.E. A Lack of Motivation.
Case Studies On Leadership Development
1. Facilitation of Executive Team of a City Housing Department
The Organization Was Being Privatized and Split Up. The Organization Felt Itself to Be Under Serious Pressure. The Senior Team Tasked with Driving Through Such a Major Change Was Itself Experiencing Difficulties in How It Worked, Getting Side-Tracked by Fire-Fighting and Having Difficulty Having Focused Discussions. After Initial Meetings, A Leadership Development Programmers Was Agreed to Help Them Face Their Challenges; They Were Less Willing However to Look Directly at What Was Happening in Their Organization. The Consultant Quickly Identified a Major Cause of the Team’s Difficulty in the Poor Contact and Listening Skills Within the Team and an Inability to Come Together to Discuss Major Issues and Allowed Itself to Be Side-Tracked by Crises. At One Point He Interrupted a Discussion to Point Out the Body Language of Participants and Gently Encourage Ownership of Their In-The-Moment Experiencing, Which Surprised Everybody but Produced Major Discussions About What Was Happening in the Team. In Effect by Facilitating Some Team Building Work Under the Guise of Some Leadership Development Sessions, He Was Able Bring the Team’s Awareness to Their Contact Style and Take Joint Ownership of It, And Thus to Help the Team Develop a Smooth and Effective Collaborative Style. As a Result, The Team Became Much More Capable of Driving Through a Major Change Initiative While Being in a High-Profile Political Situation. This Also Involved Supporting the New Chief Executive in Establishing Himself in Role and Building His Team Round His Vision.
2. Coaching the Leader of the London Operation of a Us Commercial Property-Related Company
The Us Parent Company Executive with Responsibility for Europe Had Tasked the Leader, Who Was From the States, With Setting Up and Developing a London-Based Operation. They Were Keen for Him to Have Coaching in His Leadership Style, Particularly His Presentation Style and How He Developed His Team. It Was Agreed That the Consultant Would First Observe Him in Action, Leading a Team Meeting and Then Hold Exploratory Discussions with Both Him and His Manager, A Us Parent Company Board-Level Executive.
The Initial Observation Threw Up a Number of Areas of Development, Which When Fed Back Formed the Basis for the Initial Proposition, Along with the Leader’s Own Perceptions and Those of His Manager. What Was Particularly Clear Was That the Leader Lacked Personal Presence and Impact and Did Not Give a Clear Steer and Influence in His Interactions with His Direct Reports. He Was a Successful Leader in Achieving Sales and Now Needed to Upscale and Transform His Style to That of His New Role. Until He Did That, His Manager Did Not See Him As Being a Potential Truly Senior Level Operator in the Organization.
The Coaching Initially Focused On How He Organized Himself, Since He Was Swamped by His Worked, And Then On How He Managed and Led His Team. However, The Really Impactful Part of the Coaching Was When the Coach and the Leader Worked Together in Some Live Presentational Practice Sessions, Involving Him in Making Deliveries and Then Taking Part in “in-The-Moment” Replays of What Was Happening to Heighten His Awareness. Very Quickly He Saw How He Was Working and What He Needed to Change. The Consultant Then Went On to Observe Him in Action in Team Meetings and Then a Whole-Company Presentation at an Annual “kick-Off”, With Immediate Feedback. The Leader Was Very Focused On Implementing What He Was Learning.
When the Coach Later Caught Up with His Client, He Heard That the Leader Had Been Recalled to the States to Take Over Leadership of the Us Eastern Region. He Had Succeeded in Meeting His Manager’s Expectations and Seen the Results.
Conclusion
Developing Leadership Culture All Starts with You and All Your Colleagues in Senior Leadership .Three Statements Can Be Pointed That Would Not Find in the Treatment of Change .First, In This New World Order, Your New Work As a Leader Is About Developing Culture and Talents Not About Assigning It to Someone Else That All Culture Development & Change Starts with You. Second, The Key to Successful Transformation Is Doing the Work in the Senior Leadership Culture First Before Taking the Change to Middle of the Organization...Third ,Transformation Is Serious It Work for Serious People, It Is About Getting Bigger Minds to Deal with Attachments Bigger and Complex Issues That Will Continue to Confront You, Your Leadership and Your Organization
We Can No Longer Delegate, Defer, Demand Development From Others .The Changing Role of Senior Leaders in the Changing New World Order Which Requires Our Commitment to Our Inside Out Development As a Direct Engagement Within Al Self in Ourselves .We Must Develop Our Internal Self in Action Development with External Challenges so That We Can Prepare a Critical Role As Change Guide for Others.
Advancing Leadership Culture Means Executing Strategy While Developing Leadership Talent by Choosing Right Leadership Culture That Organization Requires for Future .Leadership Talent Is a Collective to New Levels of Organization Capability That Secures Success.
Inside –out Development of Leadership Beliefs Must Come with Balance with Outside –in Changes in the Organization’s Systems, Structure and Processes Leadership Strategy Should Meets and Greets the Business Strategy That Drives a Challenge .The Organization Is Like a Playground Where Demand Meets the Supply
Business Issues and Goals Address Future Shifting Strategic Challenges That Is a Faced by Leadership Culture. The Three Foundation of Personal Readiness, Time Sense, Control Source and Intentionality Are Keys to Advancing Your Personal Readiness Conditions for Transformation When Leaders Demonstrate Through Decisions and Actions to Counter Traditional Assumptions .They Create Conditions for Others to Learn and They Expand Their Arena of Collaboration Exploration, Learning and Development .These People Will Together Pursue Multiple Right Answers and Advance Collaboration Relationships. More Complex Issues and Build Readiness Together for Leadership in the Emerging New World
Achieving a Vibrant Leadership Culture Capable of Executing Your Strategy While Developing Your Leadership Talent Is a Hot Trick This Creates Capability for Self –perpetuating Leadership Collectives to Continuously Recreate Organization Into Endless New
Headroom Is a Primary Development Process Engine for Our Leadership Culture the Change Leadership Team (Clt) Is the Executive Practice Zone for Emergence, Generation and Launch of New Leadership Beliefs and Practices That Are Seeds of Change That We Need the Culture Development Cycle Represents the Collective Learning That Results in Next Advancements of Leadership Logic and Culture Such a Process Will Continue Further and Will Be Proved to Be Beneficial for an Organization
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