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Essential Leadership Competencies
The purpose of this assignment is to examine essential leadership competencies to demonstrate leadership as a vocation, as well as successfully lead in an organization. Complete all of the questions for each category of essential leadership competencies. Be sure to address each question fully and support your responses with at least one supporting reference. 
Self-Leadership

1. Self-leadership provides an opportunity to achieve your objectives through your own thinking, feelings, and behaviors. Self-reflection is a necessary tool to improve the way you function as a leader. Discuss how you plan to practice methods of self-reflection that contribute to the development of how you lead. 


2. Recognition of characteristics of professional excellence plays a key role during interviews and performance evaluations. These characteristics must be visible to colleagues and stakeholders in order for you to benefit from them. Describe which characteristics of professional excellence you currently have and which characteristics you want to have. 
 SHAPE  \* MERGEFORMAT 



3. Emotional and social intelligence skills translate to communication skills. Leaders who are able to access their emotional center have an advantage over leaders who only rely on intellect. Emotional and social intelligence can be an area of significant personal growth. Discuss the emotional and social intelligence skills you think you most strongly possess and those you want to work on. 
 SHAPE  \* MERGEFORMAT 



4. Continued professional development delivers benefits to individuals, their profession, their community, and possibly the world at large. Most notably, continued professional development keeps you desirable in your current position and attractive to potential employers, if needed. Discuss the ways you can utilize professional development to ensure ongoing professional progress and growth, specifically in leadership.
 SHAPE  \* MERGEFORMAT 



5. Organizational responses to change in the workplace are the result of individual leaders who are employed within the organization. As a leader, the ability to manage change is essential. Describe how you can demonstrate flexibility and adaptability in response to changing or unknown circumstances. 
 SHAPE  \* MERGEFORMAT 



Leading Others

1. An effective leader has followers and inspires them. This relationship is mutually beneficial. Leaders and followers support each other in order to achieve goals, vision, or objectives. Evaluate the role of authentic leadership in creating trust and followership. Describe how you plan to inspire followership through the utilization of such leadership and motivation theories.  

 SHAPE  \* MERGEFORMAT 



2. Diversity can be a strength within a team and organization. First, diversity must be recognized and leveraged as a strength. Diversity provides fresh ideas and perspective for a team or organization. Discuss how you will analyze people's strengths in order to leverage diversity to improve performance outcomes.
 SHAPE  \* MERGEFORMAT 



3. Communication and collaboration are increasingly important in a global and digital environment. Effective communication and collaboration among different stakeholders are prevalent in the workplace to meet business goals. Explain what strategies you will use for effectively leading teams and fostering collaboration among various stakeholders and how you will apply them.
 SHAPE  \* MERGEFORMAT 



4. A great leader seeks to coach and guide in order to develop leadership qualities in others. Most leaders have had the opportunity to be coached by other great leaders. Coaching others enables people to improve their performance. Discuss some of the methods of coaching and providing guidance that can help develop leadership qualities in others. 
 SHAPE  \* MERGEFORMAT 



Leading an Organization

1. Analyzing organizational behavior can drive innovative change and encourage organizational growth, including improved outcomes. When new leadership is established, the leader often sets a vision. The leader must evaluate systematic interdependencies among individuals, teams, and departments to inform their vision and apply innovation to improve organizational outcomes.

Explain how you can develop and communicate a compelling vision to guide organizational development. Include a discussion of how you plan to analyze organizational behavior to determine systemic interdependencies among individuals, teams, and departments. As well as how you plan to integrate creativity and innovation to improve organizational outcomes through leadership. 
 SHAPE  \* MERGEFORMAT 



2. New and existing leadership requires the leader and the followers to be of the same mind. Explain how you can foster a climate of learning and development within an organization.
 SHAPE  \* MERGEFORMAT 



3. Organizational responses to technological advances and economic shifts contribute to change in the workplace. Determine which strategies can be utilized for implementing and managing change within an organization and how you plan to use them. 
 SHAPE  \* MERGEFORMAT 



Leading as Vocation

1. Compare the strengths and weaknesses the characteristics of transformational leadership theory and leader-member exchange theory (LMX). Explain the responsibility leaders have in improving organizational performance. Discuss how you would integrate aspects of transformational leadership theory and leader-member exchange theory in your personal approach to leadership. 

 SHAPE  \* MERGEFORMAT 



2. Numerous historical and recent events provide examples of leaders who did and did not understand they had a moral obligation to lead with kindness, compassion, and justice for the good of followers and the community. The outcomes of these events may directly and indirectly affect you, your peers, the community, and society. Discuss guidelines to ensure you lead with moral obligation for the good of followers and the community. Include how you intend to lead with kindness, compassion, and justice. 
 SHAPE  \* MERGEFORMAT 



3. Leaders who consider leadership their vocation consider it a service to others and for the common good. Explain how the moral imperatives of servant leadership are distinguished from other forms of leadership. Describe how you intend to implement servant leadership that promotes the common good and contributes to the benefits of communities and society at large.
 SHAPE  \* MERGEFORMAT 



 SHAPE  \* MERGEFORMAT 



Self-reflection enables a person to look at their personal life and how it impacts their leadership abilities. This form of reflection involves discussing things within yourself to determine your level of effectiveness at being a leader. A self-reflective leader is generally more successful than people who do not self-reflect. First, it is important to get a clear picture of the type of leader that you want to be. This can be done through journaling. Journaling is a method where one is writing in a journal about their daily thoughts and feelings (Aruguete, 2017). This method provides an opportunity for self-reflection regarding how I want to approach my responsibilities as a leader.


The other method of self-reflection is done by thinking about what methods have been used and the results of these methods so far. Thinking about what has been done in the past and what is likely to be done in the future can be used as another method of self-reflection. When thinking about these, I may even consider doing something different from what has been done, which is where this type of reflection can lead to great improvement.








First, it is important to identify what are the characteristics of professional excellence I want to have. Then, it is important that I put a visible effort in practicing them and learn how to act in such a way that these characteristics can become part of who I am. The following are some key traits I have (Aruguete, 2017): 


1. Self-awareness - knowing myself and my strengths and weaknesses so that I can grow from them


2. Advocacy - I always advocate on behalf of the organization in accordance with best practices, legality, among others.


3. Communication - I communicate effectively such that everyone understands the message and can move on to the next step without being confused.


I have been practicing the three traits and I wish to include others that are lacking, including: 


1. Emotional Intelligence - understanding ones emotions and how they influence decision making, as well as understanding other people’s emotions in order to be more effective at giving feedback, motivating others, among others.


2. Teams - building great teams and managing them effectively so that they are highly productive.


3. Teamwork - understanding how each team member contributes to the whole, as well as each team member’s specific strengths and weaknesses and using them to help the team be more productive.


4. Trust - building great trust within the organization so that people will feel comfortable speaking out and sharing something they know is right without fearing it may be biased or wrong.











The Emotional and Social Intelligence skills I think I most strongly possess:


Capacity to recognize and understand emotions in myself and others (Serrat, 2017).


Self-awareness and self-regard, combined with a sense of personal responsibility 


Well-developed imagination that can be used both to understand better the thoughts behind the actions of others and to enrich my own thinking 


The Emotional and Social Intelligence skills I would like to work on: 


Capacity for empathy, for understanding another person’s point of view or listening with 


Awareness of my own emotions, including the most negative ones 


Resilience and balance, including a capacity for self-forgiveness 


Governance - A capacity for exercising self-control and managing our behavior to achieve a goal


Social intelligence - A capacity to understand our place in the world and orient ourselves to it, as well as being able to form relationships with others


Public speaking - A capacity to communicate constructively with other people, both in the immediate context in which we are speaking and through feedback that we receive later


Emotional intelligence - A person with an EQ is one who experiences his or her emotions on a personal level, who has a deep understanding of his or her own emotional needs, and is able to adjust their moods and behaviors accordingly. 


Fluency - A willingness to communicate effectively and in a habitual way, as well as being able to interact with other people in an appropriate social manner


Self-discipline – A continuing commitment to one’s personal goals


Social intelligence – The ability to understand the expectations of others and find ways to meet them


Evaluation skills – Understanding how others think, why they think that way, and what will likely be their reaction to a situation.

















Professional development is the process that occurs between those who want to advance and those who are already advancing in their careers. To develop professionally, a person must be able to demonstrate their knowledge and skills against organizational goals (that is., organizational strategy) and objectives (that is., the organization's mission). Developing professionally means that an individual must be continuously learning new skills to help them expand their current knowledge base, improve performance, and strengthen interpersonal relationships (Gast,  Schildkamp, & van der Veen, 2017).


The various ways that I can use to utilize professional development to bolster my professional progress and growth, specifically in leadership are:


To collect extensive information of the current development and training resources available, which will help me to be well connected with my organization


To identify new knowledge, skills and competencies that I need and can develop to increase my value to my organization. I would also start networking with people who have more experience than for me to learn from their experiences. I would also establish contacts with local universities, colleges, or institutes that offer courses relevant to my professional development needs. To identify the gaps in my knowledge, skills, competencies that I need to fill and acquire.


To identify the areas of weakness in my performance and develop a plan to improve these areas


To communicate effectively my ideas and plans, I would have to learn how to speak publically and be able to present a presentation that is not only based on facts but also with feelings. With this skill, I will be able to convey my ideas without getting rejected because of how I look or sound.


To become a role model, I would need to demonstrate the qualities of leadership and influence those around me. I will have to learn how to be a leader who can persuade people with my ideas and make them realize that they should work with me instead of against me.


To establish networking contacts in the organization that are receptive to taking risks, willing to share and develop with others, who understand the value of teamwork, who are self-aware and most importantly who have an interest in learning and growing.

















In a world that is constantly changing and adapting, there are certain things that one can count on. One of these constants is the need to adapt change. Just as organizations are responsible for responding to change in the workplace, so too must individuals be accountable for managing it. This takes flexibility, patience and perhaps most importantly, understanding where you stand in relation to the change (Appelbaum & Batt, 2018).


Changing strategies need time to take root before they can bear fruit and any organization needs change management skills in order to thrive. Business people are constantly on their toes and must have the ability to adapt quickly in order for their venture or enterprise to flourish. I will demonstrate flexibility and adaptability in response to changing or unknown circumstances by demonstrating an ability to work across multiple contexts (Appelbaum & Batt, 2018).


I will be flexible in the ways I approach change. I will be patient with the pace of transformation and willing to take on new roles if it may benefit my growth as a leader. Finally, I will accept that my role within the organization is different from the role in which I initially grew accustomed to working.








Most leadership theorists agree that the most effective leaders have followers and inspire them. Leadership is a two way street, though. Leaders do not have followers just because of their position, they are able to inspire them because they are persistent, authentic, and provide insight for what motivates people. Effective leaders do not like to be in the position of being a leader because they may be confused by what they are supposed to do. They are able to inspire their followers because they may have been successful in similar situations previously. They have an idea of what to do and have been able to get people on board to achieve their vision and thus gain followership (Covelli & Mason, 2017).


Part A:


To determine the role of authentic leadership in creating trust and followership, it is important to understand what trust is. Trust is a relationship between two people where each has confidence that the other will not betray them or take advantage of them. Trust is a strong character trait that sustains relationships and would be overcome if one person took advantage of the other. For an individual to become trusting it is imperative for him or her to develop a strong relationship with that person. One way that people develop relationships is by having a powerful bond of loyalty with their leaders. 


Therefore, there will be a mutual respect and trust between the leader and his or her followers when he or she demonstrates the ability to inspire trust. For example, if a leader has failed to deliver on a vision, it will be hard for them to be respected. It is important that they inspire trust in their followers if they want to achieve goals and objectives successfully. Effective leaders are able to inspire followers by an authentic approach towards leadership. Authentic leadership takes an approach of positive motivation. Leaders will not use the same techniques and methods that others have used in the past; however, they will base their actions upon personal knowledge of what motivates the people that they want to lead. Authentic leaders form a bond with their followers by providing them with insight into why people should follow them (Covelli & Mason, 2017).


Part B:


I will inspire a sense of loyalty among my followers by showing them that I am a trustworthy leader. I will get people on board because of the fact that I know what motivates people. On the other hand, followers will help me be a more successful leader and they will feel proud of me. The more people that get on board, the more ground I can cover and the better my reputation will grow. The power of loyal followers makes an impact in people's memory as well as their decision making process (Covelli & Mason, 2017).


I will also inspire followership through the utilization of such leadership and motivation theories. I will do this by taking advantage of my own experiences where I have been able to lead effectively a group of people. I will observe the way that people respond to me and utilize different techniques to get them on board with me.


Lastly, I will be effective in inspiring followers by leading by example. My relationship with a person will depend on how well we work together to achieve a common goal or vision.














Every successful organizational culture is founded on a foundation of strength, and diversity is one of those strengths. Nevertheless, for a diverse team to be successful, each member should reflect the culture. In other words, if you want to create a more inclusive environment where everyone has an opportunity to thrive and succeed--stop sending out directives that suggest that only one type of personality or background matters. The best thing leaders can do for their team is recognize and leverage each member's strengths as they relate to the organization's needs (Gomez & Bernet, 2019).


I will analyze peoples' strengths by creating an open environment that allows for the free exchange of ideas. This means promoting the idea that each person on my team has a voice and is entitled to offer input. I will make it clear that no one opinion is valued more or less than others and allow each individual to fully express their thoughts without fear of negative repercussions (Gomez & Bernet, 2019).


Another way to create an environment where everyone's voice can be heard is to get people involved in decisions that influence them and their work. One of our goals is to make the changes that touch our work environment and community. We are always looking for ways to improve, and it is important for teams to participate in making decisions about their work and workplace (Gomez & Bernet, 2019).


Finally, one way I have been able to encourage diversity is by sharing my knowledge about other cultures and different points of view with my team. I will be sure to teach them about my own culture so they can understand the differences from their own perspectives.


As such, I would create a team culture where leaders and employees alike can share their opinions without fear of negative repercussions, and where no one opinion is valued more or less than others. I will leverage the strengths presented by a diverse team to create an inclusive environment and stimulate ideas for improvement.














Leaders must have a broad understanding of their teams and the complexities involved in collaboration. They must also understand that, to some degree, it is impossible for all members to agree fully on a singular goal. This leads to the need for effective leadership and collaboration strategies that can balance diverse interests and needs with one another as efficiently as possible (Sun & Henderson, 2017).


Similarly, leaders should be able to identify when groups are moving too far apart from one another and when they need to move closer together through open communication and appropriate action. This will allow them to foster new ways of thinking and new methods of action among the group. By addressing these issues, leaders can foster policy awareness, promote teamwork, and maintain the growth of their teams.


The strategies I will use to foster collaboration in the work place are collaborative leadership and team building. Collaborative leadership is an approach to leadership that allows leaders to lead with a different set of skills than narrow business-oriented leaders, who usually focus more on acquiring power and wealth while neglecting the broader aspects of promoting a positive environment among coworkers. These leaders often do not prioritize teamwork as much as they focus on their own agendas, which is why it is so important for them to be open to the ideas and opinions of others (Sun & Henderson, 2017).


On the other hand, I will use Team Building strategy to allow the team to develop its own strengths and abilities through a structured process of building relationships and trust among individuals who are serving as a team. While it may seem somewhat superficial, Team Building can be a very effective way for groups to meet their needs. Successful Team Building relies on intent; as a leader I will carefully develop possible techniques and understand the goals, needs and experiences of those who will be participating in the event (Sun & Henderson, 2017).

















A great leader is not made, but rather developed. A leader who wants to be an effective coach and guide for others needs to start by being a mentor to themselves. Learning from one's own mistakes and successes will help develop more leadership qualities in others. Coaching others can help people improve their performance by highlighting the behaviors that they already have but may not realize, challenging them when they are making mistakes, or congratulating them when they are on the right track (Connor & Pokora, 2017).


As a leader, I will begin by making a conscious effort to improve one's own performance. When I lead by example, and as a result provide a better example for others. When I make an effort to improve my performance, the people around me feel more invested and connected to the organization, and it increases their level of commitment and commitment to their roles. Leaders who are committed to becoming better leaders have a greater desire to do so in order to have a positive impact on others.


One of the most important aspects of coaching is to create a supportive environment. Supportive environments value people and inspire them to develop their leadership qualities. Creating an environment where the people that you coach feel supported and valued will help them feel more comfortable in sharing their ideas and experiences. This allows for a two-way conversation that can help improve performance (Connor & Pokora, 2017).


When coaching others, leaders should create a learning environment where individuals can learn from one another. This helps promote a positive team spirit. How a leader coaches is an important factor in the impression that they have on others. A coaching environment that offers opportunities to learn from mistakes, improve performance, and increase knowledge will help individuals improve their leadership qualities over time.


Another important aspect of coaching is to coach from a position of authority. Leaders who are seen as role models have an incredible opportunity to influence others and make them better leaders. When coaching others it is crucial for the leader to be seen as an authority figure and someone with whom people can confide their thoughts and feelings. Leaders who believe in their own abilities also inspire others to do the same (Connor & Pokora, 2017).














A compelling vision can be an integral piece to any organizational development plan. A leader must first set a vision that ties into the company’s mission and values, as well as articulate how an organization will need to change in order for this vision to be achieved. A powerful and meaningful statement of your leadership philosophy is one way of creating a compelling vision statement for your team or organization. 


I will create and communicate a logical vision to aid in organizational development by first setting a mission and vision that ties into our company’s mission and values. As a leader, it is vital that I communicate this vision to my team as it will drive motivation and establish the direction of our organization. I can develop this by establishing partnerships among departments and encouraging open communication. I also need to make sure that everyone understands what the expectations are for their daily job functions. I will use this vision statement in all mass communications to be consistent across the organization. I need to ensure that everyone understands the vision of our organization in order for them to work effectively as a team (Urinov, 2020). 


I must analyze systematic interdependencies between individuals, teams, and departments to inform my vision and utilize creativity to improve organizational outcomes. I will analyze the current culture of our organization to determine how we can continually improve our processes. I want to make sure that we stay consistent with our vision, mission, and values with any organizational changes I decide to implement.


I will start by first analyzing the current culture of our organization. I plan to evaluate systematic interdependencies among individuals, teams, and departments. I want everyone in the organization to be aligned with my vision so that they can work effectively as a team. I want our leadership team members to be highly engaged because they will be modeling how we interact with one another. I will also ensure that we are focused on our core competencies and continue to develop them with innovation to encourage team growth (Urinov, 2020).











One way you can foster this environment of learning and development is by having employees engage in discussions on what they would like their development plan to be. You can then have them state what they will do to reach that point. This way, there is some ownership in the development plan and it will be much more closely aligned with what your workers want from their development (Lysova et al. 2019).


Another way to foster a climate of learning and development is by promoting self-development. You can provide your employees with resources for them to learn about new skills, skills that are going to be necessary for them in the future. You should make it a point to keep them informed about the new developments in your field and what this means for them (Lysova et al. 2019).


A third way I would foster a climate of learning and development is by promoting self-management of your employees. You want to teach them how they can organize and manage their own time, especially if they are going to be the ones that are making sure they are developing themselves. This will encourage them take on more responsibility within the organization, which is only going to help you in the end (Lysova et al. 2019).











As technological advances and economic shifts coexist in our modernized world, change seems inevitable. Whether you are an individual employee within a team setting or an upper-level manager in a large organization, the ability to manage change can be difficult. Change can mean new responsibilities, new people, new processes and more so it is important that management staffs have a clear understanding of how they want to implement their changes (Bryson, 2018).


The strategies to utilize to manage and implement change within an organization include:


A) Stimulating internal versus external change – Employees are motivated to change within their current positions by asking themselves, “Will this change benefit me?” If they feel that the change will not improve them, they are less likely to embrace it and more likely to oppose it when given the opportunity. The key question is whether the managers are seeking internal or external changes (Bryson, 2018).


B) Be clear about why change is needed – When managers expect a positive relationship between the organization and employees, they will be more likely to accept change. Although it may be difficult to find an employment opportunity that is 100% perfect, most employees are willing to accept what they can and learn how to adapt. This can be done by implementing specific policies that work for all parties involved. Otherwise, if changes are implemented without a clear understanding of why they are happening, employees may refuse to comply with the request.


C) Allow employees to make decisions – Employees will do more to embrace change when they have a voice in controlling it. Although some employees may be unwilling to participate in change, you must respect the individual’s right to choose when they will make the decision. If an employee is not willing to help promote change within the organization, they should not be forced into participating. Leaving this option open, allows almost all employees the opportunity to become involved and accepting of what needs to be done (Bryson, 2018). 











Transformational leadership theory and leader-member exchange theory are two major theories of leadership. They are based on different assumptions, methods, and levels of analysis, posing a comparison between the strengths and weaknesses of each one.


Transformational leadership theory is a relatively new approach to organizational change that focuses on empowering employees to take initiative independently from managers by fostering a culture that encourages creativity and innovation. The theory promotes a change in individual and organizational behaviors, which is considered revolutionary within the field of leadership. Transformational leaders provide a vision of the future, through inspiring and energizing others by providing positive feedback, allowing employees to feel part of something larger than allowing themselves (Galli, 2019).


Leader-member Exchange (LMX) theory is related to transformational leadership theory in the sense that both are based on the idea that managers should foster a supportive work environment with high expectations for performance and an emphasis on working together as a team to achieve goals. Whereas transformational leadership theory focuses on developing an inspirational and innovative approach to management, leader-member exchange (LMX) theory emphasizes the importance of developing and maintaining a trusting relationship between a manager and his or her employees (Martin et al. 2016).


Transformational leadership theory allows for leaders to effect change within the organization by creating a vision for their subordinates. The ability to instill a strong sense of purpose through setting goals, modeling corporate ideals, and demonstrating dedication sets an example for others to follow.


Leader-member exchange theory implies that managers should focus on developing a trusting work relationship with their employees. The ability for leaders to foster positive cooperation and trust within their organizations can promote and develop the unique personal characteristics of individual subordinates (Martin et al. 2016).


Organizational performance can be improved by raising employee satisfaction and improving the quality of work life, reducing turnover, motivating employees to work hard, and encouraging innovation. It is also important that leaders have a good understanding of their employees’ needs, abilities, and potential. A leader who creates a feeling of ownership among their employees is more likely to see their subordinates give it their best when they know that the success or failure of an assignment is important to them.


Transformational leaders attribute much of their success to being able to transform others by motivating them and inspiring them to perform. Leaders are responsible for setting a vision and driving the effort required to achieve that vision. This is done through trusting relationships and through intra-organizational cooperation, which enables the leader and employees alike to work together towards achieving common goals (Galli, 2019).


My approach to leadership would be based on the combination of these theories. I believe in creating a vision for my organization, which can create excitement for not only those I directly supervise but also people within my organization.


Integrating ideas from transformational leadership theory and leader-member exchange theory will result in a better understanding of each approach to leadership. This will help me to create a healthy relationship between my employees, and myself as a leader but also enable me to develop the culture within my organization. A transformational leader has a vision for the future, which must be communicated in such a way that the vision becomes personal to each employee (Galli, 2019).








Leadership is the act of leading followers, whether employees, colleagues, friends, or students. It can be difficult to determine how to inspire others while leveraging your own personal values and philosophy. Although there are many ways in which leaders differ in their approaches, leaders can utilize different obligations to uphold - kindness, compassion, justice for the good of followers and community - guiding them towards an ethical framework for leadership (Fortinberry & Murray, 2016).


Kindness is the first obligation for leaders. By following this mandate, you will be able to connect with your followers and deliver authentic, personal messages to motivate them. The concept of gratitude can help leaders demonstrate kindness in their actions, as it provides followers a sense of being provided with value. Leaders can provide followers with opportunities to feel inspired by doing things that are thoughtful and genuine -- such as providing flowers, writing a note of appreciation, or making a phone call. Leaders can also be kind by listening to the ideas and concerns of their followers and keeping them informed about the organization's direction. Additionally, leaders should use kindness in their interactions with employees, by rewarding hard work and not only focusing on the negative (Godwin, Neck, & D’Intino, 2016).


Compassion, on the other hand, requires leaders to have genuine concern for the well-being of others. Leaders can promote this by ensuring that their followers are well nourished, healthy, and secure. Leaders also show compassion when they offer support to followers in difficult situations, as it will help them to understand the emotions and feelings of others. This concept of compassion also means being aware of the vulnerabilities that your employees may have and being willing to provide them with resources, such as training or medical care. Placing employees in a position to succeed will aid in building confidence and increasing job performance. This will help them to be more productive, which in turn will lead to better morale, performance, and retention rates. Leaders can also show compassion by providing care for fellow leaders and community members. This can come in the form of donations, investments, or public service programs that have a direct impact on the profession or profession of the given leader. Leaders can also provide compassion by avoiding taking advantage of others within the organization and maintaining respect for others regardless of their position within their organization.


Justice is the third obligation that all leaders should uphold. This obligation requires leaders to uphold fairness and equality. Leaders should be aware of their responsibility to show fairness in the workplace, by providing equal opportunities for promotion, salary and overall career progression to all employees. This can be done through processes such as performance-based reviews and promotion decisions. This obligation also requires leaders to protect their followers' rights and interests through fair compensation practices, such as ensuring that workers are receiving the minimum wage. This obligation also requires leaders to ensure that their actions do not cause harm or suffering to others within the organization or community.


In summary, leaders should be aware of the outcomes of their actions, as well as their role in the community, and strive to practice kindness, compassion, and justice for the good of followers and the community. Leaders should uphold these obligations so that they can provide support for their followers and build a secure environment in which they can thrive. This obligation encourages leaders to have an awareness of the feelings and emotions of others, which keeps them connected with their followers.











While the concept can come in various shapes and forms, the ideas are usually about unselfish service for others; there is no comparison between leaders who consider leadership their vocation, such as Martin Luther King Jr., Gandhi and Nelson Mandela, as these individuals consistently put the needs of others before themselves. These leaders were highly self-sacrificing and dedicated to a long-term vision. Since leadership is not an individualistic enterprise, these individuals fundamentally espoused the concepts of servant leadership (Kane et al. 2021).


Leadership is not an individualistic enterprise; it is a communal or collective activity. For instance, Gandhi once said, "A leader is one who knows the way, goes the way, and shows the way." So not only did he live for others, but he also led by example. He went to India as a law student and became a lawyer. At a young age, he experienced discrimination when he was thrown out of first-class railway carriages because of his race. Also at a young age, Gandhi was inspired by his mother's philosophy of service. He started questioning many things, including the establishment of an oppressive government. Therefore, Gandhi refused to be part of the system that oppressed people like him. He became a monk and went to South Africa, where he taught Gujarati Indians how to read and write. In South Africa, he witnessed firsthand the injustice of British rule; this inspired him to organize passive resistance campaigns against discriminatory laws in South Africa (Galli, 2019).


I intend to implement servant leadership by helping young people identify their strengths and weaknesses. There are many ways to do this. I can ask them to write a personal mission statement and then we can help them align their actions with their words. For example, one student might write, "I want to be a leader who can communicate well with others." While another writes, "I want to be a leader who always acts for the common good." Alternatively, I can ask them to list five things they have done in the past year that make them proud or ashamed of themselves. 


I can also help them explore their strengths and weaknesses using assessment tools, such as 360-degree assessments, or by asking them to identify a peer or mentor who knows them well.


In addition to helping students identify their strengths and weaknesses, I can help them develop a vision for their life. I can ask students to list the things they want in life and then we can ask if those things are realistic or achievable. We might also ask students about winners and losers in today's society. We might ask, "Is there a way you can be part of the winning team?" I can also ask students to help each other make positive changes. For example, one student might notice that another student has a habit of talking about himself too much and so this student does not want to be seen as a selfish person. In order for this student not to be seen as selfish, he needs to find ways to help other people without being seen as self-serving. Therefore, this student can start by helping other students who are having trouble with their papers or tests (Aruguete, 2017). 


Finally, I can help students understand the moral difference between leading and doing. I might ask them to list all the things they have done in their lives that reveal a "doer." For instance, they might have written many papers that they never handed in at school; gotten many A's on tests but never attended a class and so on.
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