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TAEAH vs.HIBA

GROUP

Group refers to a
number of people
who are connected by
some shared activity,
interest, or quality

May not share a
common goal

Specific roles and
duties are not
assigned to
individuals

Members are
independent

Members may
not know each
other

VERSUS

TEAM

Team refers to a

number of persons
associated together

in work or activity

Share a common
cause or goal

Specific tasks are
assigned to each
individual

Members are
interdependent

Members are aware
of each other’s
weaknesses
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Strategic Leadership

Instructor: Dr. Andy

1. Background
knowledge
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Management vs. Leadership

Management Leadership

= Planning » Guiding and motivating
- Lemefing employees

- s = Giving assignments

: = Explaining routines
= Controlling P 9

= Clarifying policies

= Providing feedback on
performance

Management vs. Strategic Leadership

Visionary , Strategic » Inspirational
leadership leadership leadership

Corporate Strategic
Manageme Leadership Operational
nt (big Team Managemen
picture — managemen t (people
global) t (business focused)

focused)
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Strategic Management

= continuous planning, monitoring, analysis and assessment of all that is
necessary for an organization to meet its goals and objectives.

= helps company leaders assess their company's present situation, chalk out
strategies, deploy them and analyze the effectiveness of the implemented
strategies.

* involves analyzing cross-functional business decisions prior to
implementing them.

= |nvolves:

»analyzing internal and external strengths and weaknesses.

»formulating action plans.

»executing action plans.

»evaluating to what degree action plans have been successful and making

changes when desired results are not being produced.
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2. Meaning of Strategic
Leadership and
importance

Strategic Leadership and its importance

= Strategic Leadership - providing vision, strategic direction, perspectives,
values, policies, and business models for leading change through
innovation, integration, and inspiration, and for achieving sustainable
success.

= The Definition and Focus of Strategic Leadership Individuals and teams
enact strategic leadership when they think, act, and influence in ways that
promote the sustainable competitive advantage of the organization.
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» The focus of strategic leadership is sustainable competitive advantage, or
the enduring success of the organization. Indeed, this is the work of
strategic leadership: to drive and move an organization so that it will thrive
in the long term. This is true whether the organization is for-profit or
nonprofit.

* |t depends only on whether your organization seeks and achieves an
enduring set of capabilities that provide distinctive value to stakeholders
over the long term, in whatever sector your organization operates or
whatever bottom line you are measured by.

Characteristics of strategic leaders

= strong communication

= good listening skills

= passion and commitment
= positivity

= innovation

= collaboration

= honesty

= diplomacy (to be tactful)
= empathy

= humility
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3. Main approaches to
leadership-study

Effective leadership

» Leaders seek to influence the actions, beliefs and the feelings of others.

= This is a complex process: effective leadership requires the leader’s qualities
and skills to connect with people and their needs as well as the needs of
the leadership situation.

= Today's leaders need to understand the increased expectations of their
people to be consulted and involved in decision-making, and to have the
autonomy to achieve objectives in the way they see as most effective.
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Main approaches and styles of leadership

= Qualities or Traits approach — leaders are born, not made, having inherited
personality traits or qualities.

» Functional or Group approach — leadership can be learned and
developed. Focuses on the accountabilities, responsibilities and functions
of the leader and the nature of the group.

» Behavioral styles approach: focuses on the behavior of people in
leadership positions, the importance of leadership style and how it
influences group performance, e.g. Theory X, Theory Y, autocratic
(authoritarian), democratic, laissez-faire.

= Situational approach — the situation itself determines the leadership
style that will be most effective.

= Contingency Models approach — relates to leader-member relations,
task structure and the power in the position of the leader,
competence of followers.

» Transactional leadership approach: appeals to the self-interest of
followers to achieve organizational goals and is based on the
leader’s position of authority in the structure.
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* [nspirational or Charismatic leadership approach - based on the
personal qualities or charisma of the leader. These leaders are seen
as having a strong vision and sense of mission and arouse strong
emotions in followers.

» Transformational leadership approach - it creates a vision for
transforming the performance of the organization and appeals to
the higher ideals and the values of the organization’s people to
make it happen. People are motivated by more than just their own
self-interest, and they are motivated to give more effort than what
transactional leadership alone can achieve.

4. Role of strategic
leader in developing
strategy
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Strategy as a Learning Process

Assessing where we are

Checking our

progress Understanding who we are

and where we want to go

Learning how to get
there

Making the journey

= Successfully creating sustainability through changes that
progressively build on each other requires a learning engine that
runs throughout the organization. Strategy-making and strategy-
implementation processes provide the foundation for that learning
engine, and strategic leadership is what drives it.

= We use a framework called “strategy as a learning process” to depict
this engine. It describes a specific strategy mind-set, a way of
thinking about how to craft and implement strategy. In particular, it
implies that successful strategy operates in an ongoing state of
formulation, implementation, reassessment, and revision.
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= Creating a sustainable competitive advantage involves bridging the
gap between internal complexity and interdependence on one hand
and the need for flexibility and resilience on the other. Balancing this
tension is the work of the strategic leader.

» Creating Sustainability - strategic leaders work toward a future state
of enhanced vitality for their organization so that it will endure in
the long term, implementing changes to the organization. The
critical issue for strategic leaders is how to make changes that
progressively build on each other.

5. Leadership values
and ethics in driving
Corporate Social
Responsibility and

Sustainability
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Leadership values

= Values - What values are most central and critical to how you approach
work? What values do you want to be known for practicing(not just
preaching)?

= Leadership legacy - What do you want to be your leadership legacy to
others? What do you want others to say about your leadership after you've
left your current position or the organization? What lasting impact do you
want to have—not just on the organization but also on the people around
you?

= Career aspirations - What kind of role would you like to have five or ten
years from now? Describe the critical elements of what for you would be
an ideal opportunity for strategic leadership.

Leadership values

= Aspirations for your Strategic Leadership Team (SLT) - What are
your aspirations for your strategic leadership team? How would you
like others to describe the way your team provides strategic
leadership to the organization? What is your vision for the kind of
strategic impact you'd like your team to have?
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Morality, Ethics, Business Ethics

= Morality is concerned with the norms, values and beliefs embedded
in social processes which define right and wrong for an individual or
a community.

= Ethics is concerned with the study of morality and the application of
reason to elucidate specific rules and principles that determine right
and wrong for any given situation.

= Business ethics is the study of business situations, activities, and
decisions where issues of right and wrong are addressed.

Ethics vs. Law

Ethics

grey
area

Law



Why is business ethics important?

Power and influence of business in society
Potential to provide major contribution to society
Potential to inflict harm

Increasing demands from stakeholders

Lack of business ethics education or training
Continued occurrence of ethical infractions

Evaluating different ways of managing business ethics

©® N o U kA WD =

Interesting and rewarding

Carroll's (1979) 4-part model of corporate social responsibility

Philanthropic
responsibilitie
S

Ethical
responsibilities

Legal responsibilities

Economic responsibilities
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Corporate Social Responsibility (CSR)

= Corporate Social responsibility is an organization’s obligation to
maximize its positive impact on stakeholders and minimize its
negative impact.

» The attempt by companies to meet the economic, legal, ethical, and
philanthropic demands of a given society at a particular point in
time.

= Four levels of social responsibility:
= Economic (satisfy investors) (the basic level)
= Legal (obey the law)
= Ethical (expected activities and behaviors)
= Philanthropic (desired activities and behaviors)

Sustainability

» Sustainable development is development that meets the needs of
the present without compromising the ability of future generations
to meet their own needs. (World Commission on Environment and
Development 1987)

= Sustainability refers to the long-term maintenance of systems
according to environmental, economic and social considerations
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Triple-Bottom Line (3 components of Sustainability)

Economic Social

Environmental

= Bottom line thinking suggests sustainability as a goal

» Three dimensions:
= Environmental perspectives
= Economic perspectives
= Social perspectives
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Driving Strategic Learning

Step 1

Strategic
Thinking

Step 3
S 2 ? _ (these steps are
Strategic Acting Strategic interdependent)
Influencing

6. Business leader’s
role in driving
organizational
performance
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Strategic as a ‘learning process’

= Organizations must learn and those that have the best learning
practices in place have a significant competitive advantage.

» Not sufficient to have one person learning for the organization. No
longer possible to ‘figure it out’ from the top and have everyone
else following the orders of the ‘grand strategist.

» The organizations that will excel in the future will be the
organizations that discover how to tap people’'s commitment and
capacity to learn at all levels in an organization” (Peter Senge, 1990,
p. 4).

» Leading strategy involves discovery more than determination.

= Strategic leadership is not reserved for those at the top.

= |[t's not enough to be a good strategic leader yourself; you have to
foster strategic leadership in others, too.

= Strategic leaders blend the skills of thinking, acting, and influencing
to drive strategy as a learning process in their organizations.
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= ‘Crafting’ strategy is more of a discovery process than it is a
determination process or a process of choosing among a limited set
of possibilities. It involves discovering the few key things the
organization needs to do well and can do well to differentiate it in
its industry.

= Strategic leadership is best exerted when information from the top is
combined with information from the bottom ranks of the
organization, and middle managers are in a unique position to do
this. It is no wonder that more and more people throughout
organizations are feeling the need to become more strategic.

= Ways in which the strategic leader can focus on others:

« Create a climate that fosters strategic leadership in others.
* Develop strategic leadership abilities in those around you.

= What is the climate in your organization for sharing information?
Does information flow freely, so that people share their most honest
opinions with each other, allowing those opinions to be shaped by
data and perspectives of others?



" |[t's not the case that a strategic leader first thinks to determine what
to do, then acts to make the necessary decisions and choices
associated with that thinking, and then influences others to get
them on board. In reality, thinking, acting, and influencing are
interdependent.

= That is, a strategic leader will take action that then informs future
thinking about the strategy. (Indeed, this type of learning is the
foundation of strategy as a learning process.) A strategic leader will
also invite others into the strategy-making process—not just to
facilitate their buy-in to the process but also to produce a better
strategy than could have been developed in isolation.

7. Exercise of
leadership power
and influence
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» The way a leader behaves toward you and how effectively you work
as a result can both depend on the source of her power. And her
power need not come from her official status or title.

Bases of Power (French and Raven, 1959)

- Positional power sources

Legitimate Power

= A president, prime minister or monarch has legitimate power. So
does a CEO, a religious minister, or a fire chief. Electoral mandates,
social hierarchies, cultural norms, and organizational structure all
provide the basis for legitimate power.

» This type of power, however, can be unpredictable and unstable. If
you lose the title or position, your legitimate power can instantly
disappear, because people were influenced by the position you held
rather than by you.
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Reward Power

= People in power are often able to give out rewards . Raises,
promotions, desirable assignments, training opportunities, and
simple compliments — these are all examples of rewards controlled
by people "in power." If others expect that you'll reward them for
doing what you want, there's a high probability that they'll do it.

= The problem with this power base is that it may not be as strong as
it first seems. Supervisors rarely have complete control over salary
increases, managers often can't control promotions by themselves,
and even CEOs need permission from their boards of directors for
some actions. Also, when you use up rewards, or when the rewards
don't have enough perceived value, your power weakens.

Coercive Power

= This source of power is also problematic, and can be abused. What's
more, it can cause dissatisfaction or resentment among the people it's
applied to.

» Threats and punishment are common coercive tools. You use
coercive power when you imply or threaten that someone will be fired,
demoted or denied privileges. While your position may allow you to
do this, though, it doesn't mean that you have the will or the
justification to do so. You may sometimes need to punish people as a
last resort but if you use coercive power too much, people will leave.
(You might also risk being accused of bullying them.)



Informational Power

» Having control over information that others need or want puts you
in a powerful position. Having access to confidential financial
reports, being aware of who's due to be laid off, and knowing where
your team is going for its annual “away day” are all examples of
informational power.

* In the modern economy, information is a particularly potent form of
power. The power derives not from the information itself but from
having access to it, and from being in a position to share, withhold,
manipulate, distort, or conceal it. With this type of power, you can
use information to help others, or as a weapon or a bargaining tool
against them.

Bases of Power (French and Raven, 1959)

- Personal power sources

Expert Power

= When you have knowledge and skills that enable you to understand a
situation, suggest solutions, use solid judgment, and generally outperform
others, people will listen to you, trust you, and respect what you say. As a
subject matter expert, your ideas will have value, and others will look to
you for leadership in that area.

= What's more, you can expand your confidence , decisiveness and
reputation for rational thinking into other subjects and issues. This is a
good way to build and maintain expert power, and to improve your
leadership skills.
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Referent Power

= Referent power comes from one person liking and respecting another, and
identifying with her in some way. Celebrities have referent power, which is why
they can influence everything from what people buy to which politician they elect.
In a workplace, a person with referent power often makes everyone feel good, so
he tends to have a lot of influence.

= Referent power can be a big responsibility, because you don't necessarily have to
do an%thlng to earn it. So, it can be abused quite easily. Someone who is likeable,
but who lacks integrity and honesty, may rise to power — and use that power to
hurt and alienate people as well as to gain personal advantage.

= Relying on referent power alone is not a good strategy for a leader who wants
longevity and respect. When it is combined with expert power, however, it can
help you to be very successful.

Power vs. Influence

= Influence is seen as HOW power is used to control the environment.

» Influence is something you can attain while having little power. One
can become highly influential through a network, success, or simply
by effectively listening and communicating, thereby attaining power
that can be used for more significant and results-driven change.
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8. Main features and
requirements of
leadership
development for
competitive advantage

Leadership development methods

= Coaching

= Accountability

= Change management

= Empowerment and support
» Training and learning

= Knowledge management

= Succession planning and career progression
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9. Measurement criteria
for organization’s
strategic effectiveness
assessment

Balance Scorecard

Maximize
Financial Shareholder
Value

- ] . __-
Exceed hsoln
Customer Lr;spll =
Expectations yaity
Internal Business Crea_te Maxin-*nize Create _I-Iigh
p Quality Operational Quality
felg2aias Partnerships Effectiveness Products

Learning and Recruit Train
Growth Quality Staff Employees
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» The Balanced Scorecard is a framework that is used to help in the
design and implementation of strategic performance management
tools within organizations.

= |t is a set of performance targets and results relating to four
dimensions of performance—financial, customer, internal process
and innovation. It recognizes that organizations are responsible to
different stakeholder groups, such as employees, suppliers,
customers, community and shareholders.

EFQM Excellence Model

EFQM Excellence model
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EFQM Excellence Model

» The EFQM Excellence Model (European Foundation for Quality
Management) is the most widely used continuous improvement tool in the
world. It can be used by any organisation regardless of size or sector.

» The model allows organisation to evaluate their current performance to
identify strengths and areas they would like to improve. It provides an
overarching framework to guide continuous improvement projects or large
transformation programmes and ensure they deliver tangible results.

= help organisations examine the effectiveness of their strategy
development and implementation.

= The 9 Box structure is the core element that underpins the EFQM
Excellence Model. The 5 boxes on the left are called 'Enablers’ and
are used to measure the activities in your organisation such
as strategies, policies and processes - and the people who are
involved with carrying these out. On the right there are four 'Results'’
or the outcomes of the 'Enablers'.

» The EFQM Excellence model allows people to understand the cause
and effect relationshipsbetween what their organisation does
(the Enablers) and the Results it achieves.

= This simple model allows organisations the ability to institute a top
level 'success' formula to their processes, change as needed and
measure the results.
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10. Importance of
teams and leadership
in organizational
performance

Definition and Role of Strategic Leadership Teams (SLT)

= A strategic leadership team is a team whose work has strategic
implications for a particular business unit, product line, service area,
functional area, division, or company. Just as strategic leadership is
different from general.

= Strategic influence is different from general influence.

= SLTs are differentiated from other teams in the organization by the
work they do. If the work of the team is in service of the long-term
success of the organization, then the team is a strategic leadership
team. Example: a team that is tasked with developing the next
generation of products in a firm that has innovation as a strategic
driver.
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= A SLT is chartered to design a new process for the organization, such as a
continuous-improvement team. Such work has strategic implications
because it has impact across different organizational units.

= The SLT is a critical element in the strategic leadership process because
teams represent the confluence of information in an organization. That is,
people come together and bring multiple perspectives, different sets of
data and information, and different experiences.

= |n effective teams this breadth of information is blended in ways that can't
happen with any single individual. In a sense, teams have the potential to
fill the white space on the organizational chart where strategic leadership
happens.

Driving Strategic Learning = Strategic thinking +

Strategic acting + Strategic influencing

Strateqic thinking

» Does the team have access to the strategically relevant information
it needs to make decisions?

= Does the team’s composition ensure that key strategic perspectives
and expertise are present?

» Does the team apply the competency of “making common sense”
out of the information available to it?
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Strateqic acting

» To what extent does the team have a clear understanding of its
latitude of permissible action?

= To what extent does the team make timely decisions?

= To what extent does the team balance short-term and long term
priorities effectively?

= To what extent is there a climate for learning within the team?

= To what extent does the team engender strategic action in others?

Strateqic influencing

The team needs to speak with one voice to the rest of the
organization. This is not an easy task. Four critical strategic leadership
team competencies go into this process:

» Effective influence between the team members

= A foundation of relationships with other key teams in the
organization

= Consistent influence throughout the rest of the organization

= Openness to influence from others



SLT and the learning process

» The most important success factors in their industry—the drivers—and
enact business and leadership strategies to excel at those drivers.

= As SLTs gain clarity about their role and the key tasks before them, they
should determine areas of focus and priority (strategic drivers) and then
set forth on a path to best leverage those drivers and achieve strategic
objectives.

= SLTs at all levels do set forth strategies, whether or not they call them
strategies. Since strategy refers to the patterns of choices an organization
makes to achieve sustainable competitive advantage, one can look for
those patterns to determine the strategy of the SLT. Similarly, SLTs do set
a leadership tone for the organization, and this is what we are referring to
when we discuss leadership strategy.

= Strategic leadership teams are making the journey through the
operational plans they set and enact. Placing this work in the
context of a learning process will help the team ensure that these
projects and tasks are reflected in the strategy of the team and the
organization.
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11, 12. Leadership of
workgroups and teams;
Formal and Informal
groups within
organizations and
within society

Formal groups vs. Informal groups

Formation Deliberately Voluntary

Structure Defined structure No structure
Relationship Professional Personal

Size Large Comparatively small
Nature/Life Depends on group Depends on members
Leadership Official leader No official leader
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Group vs. Team

GROUP VERSUS TEAM

Group refers to a Team refers to a
number of people number of persons
who are connected by associated together
some shared activity, in work or activity
interest, or quality

May not share a Share a common
common goal cause or goal

Specific roles and Specific tasks are
duties are not assigned to each

assigned to individual
individuals

Members are Members are
independent interdependent

Members may
not know each
other

Members are aware
of each other’s
weaknesses

Pediaa.com

= There are two types of group, namely, formal groups and informal
groups. Formal groups are the ones that are created as per official
authority, so as to fulfill the desired objective. Unlike, informal
groups are formed by the employees as per their likes, interests,
and attitudes.

» A self-organized, semiautonomous small group of employees whose
members determine, plan, and manage their day-to-day activities
and duties under reduced or no supervision. Also called self
directed team or self-managed natural work team.
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= A virtual team (also known as a geographically dispersed team,
distributed team, or remote team) usually refers to a group of
individuals who work together from different geographic locations
and rely on communication technology such as email, FAX, and
video or voice conferencing services in order to collaborate.

= Operational teams are often seen as the 'face’ of the organisation
by people who use their services. They might work directly with
people, provide services or produce goods. They perform the
primary task of the organisation, implementing its policies and
displaying its standards.

Group leadership

= A leader as the word stands is someone who leads others. He should
have a vision, commitment and drive to achieve the goal of the
group. In other words, team leadership is the management of a
group of people to achieve the desired result. The leader must
motivate and inspire confidence in the members of the group.

» The leader must be flexible, adaptable and should be capable to
face all types of situations including setbacks, challenges and failures
in a calm and cool manner. He must be able to extract work from
each member of the group after assigning a particular task
according to the individual's capacity as it may differ from person to
person.
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Team leadership skills

= Leadership is essential to making teamwork into a reality. Negative
leadership traits can ruin a team and destroy all sense of teamwork
they possess. Adversely, positive leadership traits can
encourage teams to work together seamlessly and achieve greater
goals. In the professional setting it is team leaders, managers,
business owners, executives, and other leaders who are responsible
for the teamwork environment in their place of work.

» Because of the amount of influence a leader can have over their
employee teams, it is their responsibility to do whatever is
reasonable to create and promote teamwork. There are many
ways that a leader can do this simply by molding their leadership
strategies to fit the needs of the teams.

= Effective teamwork elements:

* Decision making

Accountability

Vision focused mindset

Recognition of team members
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Formal and Informal groups within society

= A stakeholder is any individual, group or organization that can
affect, be affected by, or perceive itself to be affected by a
programme.

= Stakeholder management is a critical component to the successful
delivery of any project, programme or activity.

Stakeholders Engagement

Cohmmugicate: To ensure intended message is understood and the desired response
achieved.

Consult, early and often: To get the useful information and ideas, ask questions.
Remember, they are human: Operate with an awareness of human feelings.
Plan it: Time investment and careful planning against it, has a significant payoff.
Relationship: Try to engender trust with the stakeholders.

Simple but not easy: Show your care. Be empathetic. Listen to the stakeholders.

Managing risk: Stakeholders can be treated as risk and opportunities that have
probabilities and impact.

Compromise: Compromise across a set of stakeholders' diverging priorities.
Understand what is success: Explore the value of the project to the stakeholder.

Take responsibility: Project governance is the key of project success
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13. Stages of group and
team development, role
of leadership in
maximizing performance

Team development stages

e s
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= Each stage plays a vital part in building a high-functioning team. In
1965, a psychologist named Bruce Tuckman said that teams go
through Sstages of development: forming, storming, norming,
performing and adjourning. The stages start from the time that

a group first meets until the project ends.
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