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Organization Development Network Conference on leadership
	As a member of the presentation committee we have completed our personal report of leadership interviews on a mastery topic (Change Mastery) at a Middle leadership level, and now we have the opportunity to make a joint presentation with several other learners at the Organization Development Network Conference on leadership. The network is interested our combined findings on the Change Mastery at the Middle leadership level. As a member of the presentation committee, we have expectedly pooled our experiences with those of other learners to develop a report and slide presentation for the next conference. Our presentation covers leadership theory, summary findings from leader interviews, and recommendations for leaders of the twenty-first century. 
	Change Mastery is a paramount activity that should be undertaken by employees in all institutions. Team learning is one of the five disciplines outlined by Peter Senge in his book 'The Fifth Discipline: The Art and Practice of the Learning Organization. Developing a strong team is the surest way of strengthening teamwork and realizing the goals that have been set by an organization, via “Team Learning”. Further, Change Mastery increases unity and sharing of ideas, a fact that makes it easy to formulate solutions to different problems faced in the course of performing their duties. Developing a team requires guidelines on how to achieve the objectives of a firm. Team learning and system thinking are vital in strengthening the functioning of various organizations. The performance of an organization is also influenced by the effectiveness of communication in the organization.
The Relevant Theory of the New Sciences to Leadership
	The purpose of this report is to provide an account in narrative the multiple perspectives of team members conducting the interview. We will describe the exercise I chose, how it relates to and supports my chosen discipline (Personal Mastery, Mental Models, or Shared Vision), successes and challenges encountered in the conduct of my session, and my experience and learning as a facilitator. We will also discuss insights obtained about my chosen discipline and its usefulness in helping the interviewee(s) examine themselves, chooses a new direction, and commit to that direction.  	
	The interview went very well. We discussed many points of change in the 21st Century company. As facilitator, We explained and we discussed today’s organizations were built on the 20th Century Model, whose sole focus exists on Industrial Capitol design to manage material economical assets within the business enterprises. In doing so, the company is “sliced” into divisions that are the anti-thesis of dynamic organizational adaptation for strategic sustainability and market success! 	This does not reflect an organization as a dynamic system of strategy. It assumes to legislate management control over its employees to act in a mechanistic way. (Wheatley, M. J. 2006). 
	As organizations, people, and society increase in complexity, so too do the fundamentals of designing the right organizational structure and the value propositions enacted by those processes in organizations; where there are thousands of employees and locations all over the world. Organization's strategy is defined by its vision, mission, and values as well as its goals and objectives. (Galbraith, J. R. 2014). We felt enlighten by performing this role as facilitator, and saw it pushed the boundaries of critical thinking from the interview.
The intended purpose of this project is to ensure that the change has been implemented in the organization. Additionally, the leadership needed to undergo some changes to ensure that the running of the organization has been streamlined. “Team Learning” development is expected to start from the top management up to the other employees at the lower levels of the organization. These changes will also be depicted through the chain of command in the organization a move that will facilitate success and make sure that an environment suitable for the Change Mastery has been created (Manning, 2013).
According to Peter Senge, team learning is a necessary discipline an organization and its members must develop in order to build an effective learning organization. A learning organization is an organization that encourages and facilitates learning so that it can adapt and transform itself to achieve its goals in a dynamic and competitive world. The other purpose for the session two ensures that an environment that facilitates for and cultivates an environment that allows each individual to listen to one another. Engaging in activities such blindfolding allows the team to stay focused on listening to one another, synthesizing what is being said in an effective manner, and responding in a systematic manner the information being passed. The second session will also ensure that everyone in the work environment has become relaxed and ready to deliver.
The definition of leadership must understands effective organizational change creates a bridge between diverse stakeholders; by connecting various cultures, different levels of expertise and of course various perspectives; by recognizes generating the interest in a successful outcome rest on the principles of leadership and its complex interplay of “Core Values” and “Talent” as a process of “Team Learning” throughout the organizational environment. (Cashman, K. 2008). 
There are strategic leadership objectives that personify self-organization. In so doing, organization excellence is built on the bed-rock of preventing determinants of leadership effectiveness through proper styles of leadership and various development tactics for leadership. These intrinsically build effective relationships through the understanding of knowledge values - that underscore a relationship to organizational management, in partnership with using critical self-analysis abilities. In such a supposition, leaders must learn to be open-minded to change. We want to know and understand how they perceive change in today’s competitive market, where a sustaining strategy is interdependent on “Team Learning” as a development tool in the 21st Century.
	Change Mastery is techniques, process, and tools that are crucial in managing the change in people to realize to realize the desired outcome for the organization. In fact, the process incorporates all the organizational tools in efforts to help the individuals in the organization to make personal transitions that are successful. The realization of change and its adoption is the only success after the transition process has been a success. Change Mastery is viewed as an act of managing and implementing change. The Change Mastery is in most cases applied in both the personal as well as the professional lives. 
	On the other hand, team learning is an activity that enables the team member to get an opportunity of learning together. The team learning makes it possible for individuals share insights, skills, experiences, and knowledge with others, a matter that is critical to the success of an organization. System thinking is regarded as the internet working that occurs between relationships. These relations are essential especially in resolving the underlying situations that are complex as well as enhancing interactions between individuals.
	Transformations require leadership. As Kotter (1995, p.60) expressed it, "change, by definition, requires creating a new system and then institutionalizing the new approaches". Organizational leaders, by virtue of their influence in the organization, are in a good position to play a role in bringing this about. People also frequently expect leaders to take responsibility for an organizational transformation. Indeed, there is empirical evidence that the role of leaders in the change process does have a significant impact on the success of a change effort (Higgs & Rowland, 2005).
	Thus, the objective of this review is to promote a shared understanding of the nature of organizational transformations and shed light on the role of leadership in these transformations. This understanding has implications for how we select and develop leaders for leading transformations in the organizations. What exercise did we choose in order to experience our chosen discipline of Change Mastery? We have chosen “Team Learning” because it is one of the most effective ways of bringing about change in the place of work. Team learning allows the individuals in a team to develop skills such as the discussion skills, inquiry, and reflection skills to make sure that the conversations that are conducted are skillful and able to deliver solutions that are efficient. 
	Five discipline plans that was developed by Peter Senge was aimed at promoting the management of change through mental models, shared vision, team learning, system thinking, and the personal mastery. The two sessions will explicitly focus on the system thinking and team teaching (Paton, 2008).
The 5 Learning Disciplines – Shared Vision, Mental Models, Personal Mastery, Team Learning and Systems Thinking – are each made up of a set of tools and practices for building and sustaining learning leadership capability in organizations. Each Discipline consists of:
· Principles, propositions or concepts (Senge calls these ‘guiding ideas’).
· Tools or techniques that, once learned and practiced, assist in making the Disciplines come to life.
· Practices or precepts to follow in your own leadership behavior and approaches.
	According to Senge, leaders in learning organizations learn to thrive on change and constantly innovate by methodically cultivating these 5 Disciplines. They may never be fully mastered, but learning-centered leaders, teams and organizations practice them continuously. And that this approach to workplace improvement and learning-centered leadership is based firmly in the values, concepts, principles and language of learning organizations.
	We choose the exercises like ‘‘Action-Learning Cycle' and 'Dialogue' to facilitate the discourse on Personal Mastery. The exercise was chosen because it centrally has to do with ‘self-awareness’ – how much we know about ourselves and the impact our behavior has on others. Personal mastery is the human face of change – to manage change relationships sensitively, to be willing to have our own beliefs and values challenged and to ensure our change interactions and behaviors are authentic, congruent and principled. Leaders tend to learn to use tools like ’Action-Learning Cycle' and 'Dialogue' to enhance the quality of interaction and relationship in and outside their teams.
The group exercise selected will include two parts including the personal vision that has four steps. The first step of the process is creating results. The team members have the opportunity to define and plan the results that they would accept to realize in the long run. The step also involves upholding the vision of our organization that is known as the COWI Qatar A/s. 
The second step is the reflecting on the vision component that has been designed. At this point, the group is expected to focus on the vision and disregard any thoughts that may lead to deviating from the main focus. The process also involves doing away with the fears of not achieving the success brought about that given vision. 
The third step is describing the personal vision that one has or as a group. The describing of the personal vision will entail asking a series of questions relating to self-image, work relationships, personal pursuit, and identifying life purpose among others.  
The final step entails the clarification and the expansion of the vision which will be realized through engaging in a dialogue relating to the benefits that are likely to be realized through the elaborating on what that particular vision entails. Engaging in a dialogue will also ensure that strategies on how to realize that particular vision has been realized especially evaluating the benefits that will be realized after the vision has proven to be a success. I have strong belief that personal mastery is the major concept that can make a huge difference to the realization of the same vision (Marquardt, 2011). 
 	Group exercise is very critical for Change Mastery especially through the utilization of
The first step of the Change Mastery Plan, process will be to plan for the Change Mastery Plan, through questions like; what, why, who, where, and what. To what can be termed as the 5 W’s the following are the motivations for the research.
I. Why – This involves defining the overall purpose and motivation for conducting the Change Mastery Plan.
II. What – The process involve the identification of important questions and building a structure of questions to support the objectives of the Change Mastery Plan, process.
III. Who – The official responsible for the management of the organization or holding a senior position within the institution will help to inform important queries? 
IV. When – The establishment of suitable dates, weeks, and months. 
V. Where – There is need to select an environment that will enable free and open conversation with the Change Mastery Plan. The office environment within which the organization is located is preferable and ideal as it provides a formal setting for inquiries. 
Concepts “Team Learning” requires several components to be effective. First is discussion. Discussion is a process of exploration taken by the team members. Each member presents and defends his view on the issue or problem facing the group.
The next step in team learning is dialogue. Dialogue, in its simplest terms, is a conversation. It's important to emphasize that dialogue in this context is not a debate. Team members are not attempting to successfully impose their view on their fellow members when engaging in dialogue. Instead, team members are attempting to go beyond each of their individual understandings of the issue presented and explore the issue creatively from many different points of view in order to make the best decision.
There is an important interrelationship with team learning and Senge's other four disciplines. In order for you to engage in team learning, you should have developed a commitment to the truth that is found in personal mastery, or being self-aware and realizing how your behavior impacts others. You should also understand and be able to apply system thinking, which is the ability to see patterns and interrelationships - the big picture.
Additionally, you must be able to effectively recognize, test the validity, and improve upon your mental models, the generalized way you view the world. You will also need an understanding of the organization's shared vision so that solutions presented are in harmony with the vision. 
Personal Change Mastery
I found through the meeting what worked for us were the exercises, and what did not work as well, was when they drifted back in to a classist or mechanistic way of answering questions. So I had often referred them back to The 5 Learning Disciplines to achieve Personal Mastery. I honestly do not know what I would do next time. We talked about Personal Mastery comprises a decentralized structure where the organizational units function together to attain a common aim as opposed to working as distinct and separate divisions. Besides, nearly all types of organizational designs have vertical reporting ties where the top level managers assign tasks down via the chain of command to the operational or tactical level workers.
Individuals facilitate organizational learning through individual learning and use of the knowledge in daily activities in the organization. For this to happen, the individual’s personal vision must be clarified and improvement of the individual’s competencies and skills through personal mastery. Personal mastery is the commitment by individuals to the learning process (Garvin, Edmondson, & Gino, 2008). It enables the organization to have a competitive advantage over its competitors since individuals in the organization are able to learn and implement the knowledge quickly.
 I learned organizations may also decide to promote lateral associations where workers at the junior rank from different organizational units coordinate so as to realize the set objectives and goals (Lunenburg, 2012). Mastering personal Change is usually integrated into existing designs instead of substituting the usual vertical reporting design.
Shared Vision
A shared picture of the future of the organization encourages innovation and creates a long-term vision. Employees are motivated to learn by a shared vision since it provides energy and the focus for learning. An organization structure should be designed in a way that builds on visions of individual employees, as compared to traditional organizational structures that encourage the instilling of the visions of managers on the company vision (Garvin, Edmondson, & Gino, 2008).
Mental Models
These are generalizations and assumptions that influence people’s understanding and actions (Garvin, Edmondson, & Gino, 2008). Management of these notions is necessary since they prevent learning in the organization. To create a learning environment, the organization must create various mechanisms that can be used to assess theories of action within the organization and discard values that do not contribute to learning. 
Systems Thinking
This is the ability to differentiate patterns and to see the bigger picture instead of seeing change as unique events. This is the characteristic of an organization to have its employees integrated (Garvin, Edmondson, & Gino, 2008). It provides the means and incentive for the integration of disciplines in the organization by examination of the relationships between different parts.
Team Learning
The basis of organizations operations is teamwork. Therefore, it is of importance that employees are able to learn and act together. Teams must be able to communicate openly and share a common understanding. Team learning increases the capacity of the organization to solve problems (Garvin, Edmondson, & Gino, 2008).
The selected discipline is the shared vision. The focus of this discipline is what the team needs to create together. The team engaged in the leadership process should have the discussions required to influence a truthfully shared vision for the dedication and understanding, setting free the team members’ motivation and avoid resistance (Tuckman’s, 2009). As a team leader, it is necessary to use value alignment tool to develop a shared vision. 
Again, the Lewin’s theory of leadership can be applied to support the discipline. The theory supports the discipline by utilizing the unfreezing phase principles, including the encouraging workers to accept the set plans and goals, so as to enable the team to have a shared goal and vision. For example, the team facilitator at Google Inc. always engage employees when introducing a new business process and encourages them to accept the innovation by collaborating with them in the decision-making process (Hayes, 2014). 
	Transformations require leadership. As Kotter (1995, p.60) expressed it, "change, by definition, requires creating a new system and then institutionalizing the new approaches". Organizational leaders, by virtue of their influence in the organization, are in a good position to play a role in bringing this about. People also frequently expect leaders to take responsibility for an organizational transformation. Indeed, there is empirical evidence that the role of leaders in the change process does have a significant impact on the success of a change effort (Higgs & Rowland, 2005).
	Thus, the objective of this review is to promote a shared understanding of the nature of organizational transformations and shed light on the role of leadership in these transformations. This understanding has implications for how we select and develop leaders for leading transformations in the organizations.
Seng’s Theory in Group Exercise
Group exercise is very critical for Change Mastery especially through the utilization of the Change Mastery materials. The group exercise that will be selected will include two parts including the personal vision that has four steps. 
The first step of the process is creating results. The team members have the opportunity to define and plan the results that they would accept to realize in the long run. The step also involves upholding the vision of our organization that is known as the COWI. 
The second step is the reflecting on the vision component that has been designed. At this point, the group is expected to focus on the vision and disregard any thoughts that may lead to deviating from the main focus. The process also involves doing away with the fears of not achieving the success brought about that given vision. 
The third step is describing the personal vision that one has or as a group. The describing of the personal vision will entail asking a series of questions relating to self-image, work relationships, personal pursuit, and identifying life purpose among others.  
The final step entails the clarification and the expansion of the vision which will be realized through engaging in a dialogue relating to the benefits that are likely to be realized through the elaborating on what that particular vision entails. Engaging in a dialogue will also ensure that strategies on how to realize that particular vision has been realized especially evaluating the benefits that will be realized after the vision has proven to be a success. I have strong belief that personal mastery is the major concept that can make a huge difference to the realization of the same vision (Marquardt, 2011). 
 The group exercise selected will first require all the team members to perform a personal values assessment. At this point, the top five values will be identified which will play a very important role in determining the personal vision of each individual.  The other activity that we will be involved in is brainstorming to encourage one another. The process will also incorporate what we have learned in class about ourselves (Sims, 2007). 	
	The organization that we have selected is the COWI. The organization is managed by a for-profit Company whose goal is offering healthcare to women. The heads of the departments are the individuals who will take part in the program – mentioned on page 4 on this report. To conduct this informative Change Mastery Plan, both men and women are selected with care to help accomplish the purpose of this Change Mastery Plan. The following factors are considered when selecting Change Mastery Plan, s’ one availability of the information (DiCicco, Bloom, Barbara, and Benjamin 316). The Change Mastery Plan, final report accuracy will be greatly is determined by the level of their expertise. Therefore for this Change Mastery Plan, , all employees who clearly understand the organization strategy thus input “Team Learning” from all levels of organization management will be involved in this Change Mastery Plan, . 
	Availability of the Change Mastery Plan,  is key in the selection of the Change Mastery Plan, to upturn the chances of Change Mastery Plan,  availability several strategies and approaches are used such included approaching the candidate from a positive perspective. Availability of key employees is key as they are in most cases detail oriented. As the Change Mastery Plan, is informative in nature it is a necessary to have an individual who can follow instruction, display perfect organizational skills as well as able to maintain fastidious records.
	Change Mastery Plan, credibility is another rationale for selecting the Change Mastery Plan, (Neuliep et al. 40). Just because the Change Mastery Plan, has the information required does not necessarily implies he or she will reveal the information to the Change Mastery Plan, therefore, the credibility of the Change Mastery Plan, is an important consideration as credible Change Mastery Plan, have analytical skills and thus provides thoughtfully and strategically responds. 
	The last rationale of selecting the Change Mastery Plan, is the ability of the employee to accurately and freely transmit information to the Change Mastery Plan,. Thus to conduct this informative Change Mastery Plan, Change Mastery Plan,  were selected before starting the research on high-performing learning organization. The Change Mastery Plan will be structured as follows: Building rapport- to put the candidate at ease an introduction is provided where the Change Mastery Plan, is asked rapport building questions (Sandoval, Vincent and Susan 8). 
	Bring the team together to facilitate for collective thinking and sharing insights, skills, and knowledge. The sharing will enabled each one to gain knowledge on how the things can be done in a better way. 	Further, the team developed a reflection on the conversation they have been having and how helpful these conversations have been. The team will also form a discussion on how a skillful change can be realized and sharing the areas where they will be expected to commit. The team will also engage in the action learning cycle which will bring about success in the change process. Use from the learning group's chosen aspect of Leadership Change Mastery, Personal Mastery: in that development and utilization of Seng’s Theory of Leadership, management itself becomes a vital area of an organization’s life and is a constant in many entities. Organizations face stiff competition from their rivals and, as a result, it is necessary for these firms to manage leadership for a more significant edge over their competitors (D'Ortenzio, 2012). Globalization of companies has brought an erosion of the influence of limitations of boundaries and national entities, and this has led to the alteration of associations between firms. 	Globalization of organizations has also led to the development of many business threats. Consequently, firms have been compelled to initiate and manage enhancement so as to compete with the peers to prosper and survive. On the other hand, a permanent leadership is difficult to achieve because of the cultural diversity in the organizations, making leadership management uneasy to accomplish. It is, consequently, essential for companies to strive to transform the rites, actions, values, and ritual of persons in organizations (D'Ortenzio, 2012). 	
Leadership management is a process that poses challenges when trying to assess its impacts in an entity.it has also been claimed that leadership has assisted some firms in adjusting to both macro and microeconomics influences, from the perspective of management, to attain a competitive edge in regards to their rivals (Hayes, 2014). Organizations must, therefore, leadership from traditional processes of management to modern practices described by qualities defined as the right attitude, speed orientation, flexibility, innovativeness, Change Mastery, and networking.
Further, leadership management has been supported by various leadership management theories. Kurt Lewin’s theory of leadership is a planned approach to leadership management and relates to group decision-making, social leadership, and implementation. The model presents three stages of leadership, which include the unfreezing, changing, and refreezing phases. The unfreezing phase connects to the Change Mastery experience in that the workers have to collaborate and split from the traditional practices and conform to the newly introduced team practices (D'Ortenzio, 2012). 
The employees have to welcome the new task operation with a feeling of urgency by encouraging them not to be idle and abide by the rules set by the team being developed. Concerning the changing phase, the Change Mastery experience adapts to it by empowering the workers to discover and execute new practices so as to bring the transformation. All members of a team have to be given a chance to participate in problem-solving and decision-making processes in a collaborative way (Hayes, 2014). 
The workers have to be clarified in regards to the requirements and gains of the leadership to avoid any resistance. Finally, the refreezing stage also associates with the Change Mastery experience as it emphasizes on the strengthening of new processes and jobs in the company by the leadership or team leader or employer. Here, the Change Mastery processes adapt the task of acknowledging workers as the reward is a crucial factor for leadership of behavior. The recognition is necessary for the new behavior exhibited by the employees. 
	We analyze how the data from the interviews supports leadership theories: XVII. Are there any changes in your industry that have affected the enterprise? There are changes in demographics, population growth, and trends in lifestyles that affect women’s social and economic needs. What are the transformations the company has faced since inception into the industry? We choose the exercises like ‘Perceptual Positions; and ‘Reframing to facilitate the discourse on Personal Mastery. The exercise was chosen because it centrally has to do with ‘self-awareness’ – how much we know about ourselves and the impact our behavior has on others. Personal Mastery is the human face of change – to manage change relationships sensitively, to be willing to have our own beliefs and values challenged and to ensure our change interactions and behaviors are authentic, congruent and principled. Leaders tend to learn to use tools like 'Perceptual Positions' and 'Reframing' to enhance the quality of interaction.
Teamwork Interview Summary Findings
	This section summarizes interview findings to illustrate general themes and best practices. From Hospitality to Banking, human resources managers, to head technicians, it was clear from the beginning of the interview process that despite the industry or the job title, change is inevitable, and it applies to everyone without discrimination.  How our chosen leaders deal with change varies from person to person, but there are common, underlying themes in those who are successful managers of change.  Kevin Cashman writes that, “We lead by virtue of who we are.”  (Cashman, 2008)  Leadership, therefore, is not about mastering certain areas or topics that are outside of us, but about mastering our inner selves, in order lead authentically, from the inside, out.  (Cashman, 2008)  One of the areas of mastery that a leader must demonstrate is Change Mastery. 
	In today’s organizations, change is inevitable.  It happens every day, all around us, and leaders are tasked with essentially making that change “ok” for the organization.  Whether it is through communications with team, vendors, or consumers, it is the Leaders responsibility to effectively lead and manage organizational change.  Change can be physiologically uncomfortable, and can amplify stress for individuals, and at this level of management where there exists the most impact on employees as well as customers, many times they are not privy to all of the information they would need in order to help others through this process. (Cashman, 2008)  Being proficient in the mastery of change is key to successful leadership, and in order to master change one must be able to lead with agility, or the ability to move quickly and easily.  Agility in leadership can be illustrated by the ability to learn a skill in a particular setting, but be able to turn around and apply that same skill in a completely different situation.  
	Change is a necessary part of the life of any organization, and it is one of the things in life that is 100% guaranteed.  As demonstrated by these interviews, a leader’s ability to deal effectively with change is critical to long term success.  At its core, change is about adapting to a changing environment, and many of our leaders expressed, on some level, the importance of being comfortable with change, and accepting it as a certainty.  Take Chris, for instance. Chris made a big change by accepting a promotion that took him away from his home, into a role where he had triple the direct reports he has in his current position.  Not only was he facing a mountain of change for himself, he was going into a team who didn’t know him, and they themselves would be experiencing a great deal of uncertainty.  
	What did Chris do?  He assessed the teams and made mental notes of what needed to happen for each site to reach full potential, but he focused on the positive, and minimized the negative.  By focusing on what they were doing right, and correcting with minimal spotlight on what was going wrong, he helped build the confidence of his team and watched their business results improve.  
	In similar fashion, Renee was faced with difficult changes at work, but instead of focusing on the negative (namely, her own lack of information and direction), she instead focused on the end result.  Leading her team with confidence, she took the high road and focused on the positive, building credibility by including all members of the team and tapping into everyone’s strengths to create a successful outcome.  
	A common thread among these successful change managers is their willingness to embrace change, despite fear of the unknown.  Certainly, with change comes risk, and these managers acknowledge this and are willing to face it head on, despite their fears.  The most prevalent common denominator among those interviewed is their focus, whether intentionally or unintentionally, on building trust, teamwork, and interpersonal relationships.  
	Chris was very concerned with the new team and their wellbeing, and he balanced that with his need for them to be successful by coming up with an approach that would build trust and credibility while driving results. Renee, facing a huge change with little information, insisted that the people be taken care of. Then we have Joe.  Joe serves as a prime example as to why it is so important to foster collaborative team environments, and to emphasize interpersonal relationships. Joe sends out what he considers “short and sweet” e-mails telling his team what to do and when asked if he believes his team is doing what he asks and supportive of his demands he responds with “they better be.”  It is no wonder that of all the interviewees, Joe was the most frustrated the most irritable, and the least successful.  At the end of the day, middle management, top management, entry level supervisors; every leader, great or small, will have to deal with change.  
	Best practices from those interviewed include much work being done before and after any change initiatives begin.  The best practices start with relationships with teams, and reputations in organizations.  People want to feel safe and sheltered from a dangerous world, organizationally speaking.  The greatest change masters create environments where their people do not have to worry about change, because they know they are in good hands. 
	Another finding is cemented in Change the organizational mindset. In many companies people have been hunkered down and focused on the short term for almost two years. The emphasis has been on cutting costs, holding down expenses, and weathering the storm.  Now that the worst is over, how do you let people know that it’s okay to lift your head, look around a little bit, and cautiously make new plans for the future?  One thing that leaders can do is share a vision for the road ahead, indicate that growth is a goal again, and let people know that they can try new things that have some risk involved. You want people to start thinking about stepping out again, but they have to feel safe in order to make that leap. The selected exercise is the enhancement of communication in the team. This involved setting a framework and platform for communication between the group members. Communication improvement processes ensured that all the required channels of communication and information sharing are established for improved decision-making and problem-solving (Tuckman’s, 2009). 
	What did we learn about my chosen discipline and its potential for helping a group examine itself, choose a new direction, and commit to that direction? Well we learned from this that there may be a challenge in that many clients think they know what they want and where they are. There is often a blind spot to exploring these further. The problem is that our chance of success drops off rapidly if we don’t have a good fix on either of these positions. If either we or our client isn’t in a useful state it’s not effective to set end goals, plan, and take action or review. It’s therefore worth doing whatever we need to do to ensure we and our clients are in the best state for what we want to do. 
	After all, Personal Mastery is centrally to do with ‘self-awareness’ – how much we know about ourselves and the impact our behavior has on others. Personal mastery is the human face of change – to manage change relationships sensitively, to be willing to have our own beliefs and values challenged and to ensure our change interactions and behaviors are authentic, congruent and principled.
	We learned that my topic and its potential for helping leaders examine their leadership skills and characteristics follow certain key concepts: The vehicle for strengthening Leadership effectiveness lies in its concept and application. Communicating about change is integral to fundamentals of leaderships, and working to facilitate integration among all the teams from the bottom-up, bringing them into the project management system (for the company and department) as a whole and clear expectations in effective leaderships help to establish clear expectations for employees and, perhaps surprisingly, for customers as well. For employees, clear expectations will convey how their performance will impact the company and give them an indication of what they need to do to achieve positive feedback. 
	For customers, clear Leadership can help manage their expectations about service issues or even about how best to interact with the organization (organizational change). (Shockley-Zalabak, 2009)
	We deduced a strong relationship of leadership builds strong relationships.  If you moved to instill trust and loyalty as key factors in any relationship and both are boosted by leadership that is focused on meeting individual needs, conveying important information and providing feedback - positive and constructive. Strong relationships with external audiences also build strong solid leadership about products, services and company culture and values. This lessens knowledge/information deficits and augmented the departments risk perception as a powerful catalyst for change.
	The exercise supports the shared vision discipline by guaranteeing that all the team members are reached when setting the goals and vision of the team so that they can provide their views. It also supports the Lewin’s theory of leadership by ensuring that the leadership process is implemented by offering the feedback of the progress of the leadership execution and how conflicts can be solved. 	
	Another benefit observed from the interview is there can be change as reflection of Personal Mastery can be achieved through the adoption of this learning structure is the productivity and efficiency comes through the bottom-up leadership, where an employee who is a specialist in his or her functional unit can undertake jobs with a high level of efficiency and speed, which improves productivity (Jones, 2010). It went very well; I believe the process for the interviewee(s) perspective was very specific to leadership, organizations, and change for the 21st Century company.
Finally, another finding lies in the team experience and session results were productive and contributed to the effective building of the team. All the activities in the team development were carried out successful so as to prepare the team to implement the leadership of business procedures. The outcomes and experience support the shared vision and Lewin’s leadership theory in that all the team members could work on common goals and vision and no resistance to leadership occurred due to the proper planning of team building and leadership process dynamics  (Tuckman’s, 2009). 
	Finally, the question of how might the alignment to effective leaderships is used in its own career progression? Rested on the traditional approach to equipping employees to fulfill organizational requirements entailed training and developmental interventions. The scope of training and development has undergone much change in recent times. Today, too many business organizations also give increasing preference to talent management vs. training.
This imbalance harms the process of improving competencies/team interactions to enhance team/project performance. Teamwork is a critical factor for any business success. The objectives should be:
· Improved Knowledge
· Feelings of trust and agreement
· Cohesive/Dynamic team culture
	It takes a multitude of interpersonal skills to facilitate a prosperous business culture when organization dimensions of workplace diversity include age, ethnicity, gender, physical abilities, race, sexual orientation, educational background, geographic location, income, marital status, religious beliefs, parental status, and experience.
	Retaining, utilizing, and enhancing such a vast group of differences has to be built upon: Training, Team-Building, Interpersonal Skills (empathy, influence, creativity, leadership, etc.). In essence, reconciling the corporate culture to accommodate diversity and individual sensitivities
In this new world order, ultimately companies must recognized employees will need to reinvent themselves over and over again; employers must be able to support them in this task. They also need support to ensure companies can help employees grow by ensuring education assistance remains available for associate, undergraduate, and graduate course work.
Recommendations for Enhancing Leadership Mastery at Mid-Level Leadership
For an Organization looking to enhance leadership qualities, the Organizational Designer must consider Change Mastery development in the Middle Management Leader.  Change can cripple a leader who is not open or unable to adapt well.  In fact, Cashman (pg.  107) talks about the need for a leader to have learning agility as being essential to unlocking proficiency to change and according to Cashman (2008), some of the characteristics of a leader in Change Mastery are acceptance or adaptability to change, the ability to see purpose in circumstance, stretching mental-emotional adaptability, and having present-moment awareness.
 Middle management is a difficult role.  The position requires a high level of operational knowledge and the ability to communicate and manage teams effectively.  However, these managers are finding themselves under increased pressure either through reorganization and cut-backs or through increased responsibilities.  For the Middle Manager to find balance in this workload; Reflection, which helps the mind and body, is more actively effective than medication or contemplation; and it is deeper and richer than “thinking about something”.  It is a way to capture meaning, clarity and direction in life.  (Staropoli, 2000).  Leaders need to understand their strengths and weaknesses and reflect on them to determine how they should develop their organization.  To promote one’s sense of leadership, a constant state of reflection is necessary.  Leaders need to be aware of their weakness as well as their strength to promote an organizational structure that is successful.
Realizing the change that a person needs to take and acting toward that change is a significant development for a leader.  Being able to adapt to a situation and change for the betterment of the organization are key components of the leadership development process.  These steps, when mastered, can prepare an individual for any future situations that arise.
Leaders must make it a priority to coach and mentor employees, to avoid high turnover, and  a vicious cycle of ineffective managers who are then promoted to be inefficient directors, who are then promoted to be inefficient executives.  For this, a leader must foster a learning organization for team members to be crossed trained.  A leader must provide timely, relevant performance appraisals to ensure team members are aware of their progress or areas in need of improvement.  Leaders must foster Senge’s 5 Disciplines to find true balance with the team.
Middle Managers need assistance and support in establishing a company culture.  They are more involved in the day-to-day minutiae of a team’s activities, requires transparency, results and team performance.  Employees will subsequently feel trusted and confident about their place and role within the organization.  The engagement of employees is a vital aspect of a business’s success, and middle managers play an important part in maintaining and strengthening that engagement.
The planned approach to organizational and leadership management is recommended.  This approach requires the team and organizational levels’ leadership process to place their focus on the group decision-making, leadership execution, and social leadership (Kuipers, 2005).  
The approach entails working together with the team members to enhance the collaboration among the employees with the aim of successful implementation of leadership.  Communication, employee support and motivation, and management of conflicts are necessary for the leadership management approach at each phase (unfreezing, changing, and refreezing) of the implementation (Groysberg & Slind, 2012).  
It is possible to have extraordinary leaders in change mastery through the interview process.  Consider Senge’s Five Disciplines, specifically mental mode and shared vision disciplines as the start to a successful career for the middle manager.  Develop questions based on these disciplines as well as Transformational Leadership in leading the team member to realize their own potential.  By focusing on these qualities in the interview process and applying thoughtful change mastery applications of mental-emotional adaptability and present-moment awareness, the middle management leader selection process can produce the high-quality leadership a company desires.
The strategies for successful execution of leadership include establishing effective communication of leadership, involving all employees in the leadership process, eliminating barriers like resistance to leadership by engaging those who resist the leadership, and following up all the activities conducted in the leadership process.  
In conclusion, the most important aspect of leadership is confidence in self.  It is looking to those in your group and understanding their needs.  Leadership is getting you mentality aligned with your values and morals and having clear understanding of how you see and are seen in situations.  
 When considering your next Middle Management leader, consider the interview process with influence from transformational theory and Seng’s five disciplines as well as Cashman’s theory of change mastery to ensure the highest quality candidate is selected.
	The aspects of Change Mastery session include the team contract, exercise, explanation, communication, and team building. Some leadership occurred in each of these aspects. The team contract is expected to leadership in future following the implementation of the initial leadership the rules and procedures that guide the team will have to leadership based on the leaderships in the business operating environment and other external influences of the organization (Groysberg & Slind, 2012). 
	Also, the activities, communication, and exercise conducted in the Change Mastery leadership are expected to vary with time due to the changing needs of the organization and team. For instance, the advancement of the communication medium and the installation of the same in the organization will leadership the communication guidelines and processes of the team (Rickards & Moger, 2000). 
	Also, the team goals and objective are subject to some significant changes if leaderships take place in the market in regards to the leaderships in the customer taste and demand. It is recommended that the Change Mastery establishes a proper contingency plan that caters for the fluctuations and variations that occur in the business operating environment and different market forces that surround the organization. 
	Kuiper’s (2005) explains that the team should work together with the organization as a whole to guarantee the organization’s support in regards to the communication capabilities and other resources to facilitate the implementation of the team objectives and leadership.
Recommendations for leadership and organizational levels: What would I recommend as a means of develop middle managers around Change or Personal Masteries? Middle management is a difficult role to inhabit. It requires a high level of operational knowledge and the ability to communicate and manage teams effectively.
However, these managers are finding themselves under increased pressure, perhaps due to businesses stripping back their operations in the wake of 2008’s recession and having fewer managers to bear the load. Consider implementing a program or investing in one-off training courses designed to introduce the manager into their new role. 
The engagement of employees is a vital aspect of a business’s success, and middle managers play an important part in maintaining and strengthening that engagement.
They will need assistance and support from senior management to do so in terms of establishing a company culture, but a lot will be down to them alone. Transparency with regard to work, results and team performance, for example, is something that has to predominantly come from middle managers who are more involved in the day-to-day minutiae of the team’s activities – employees will subsequently feel trusted and confident about their place and role within the organization and/or The engagement of employees is a vital aspect of a business’s success, and middle managers play an important part in maintaining and strengthening that engagement.
Besides, the strategies for successful execution of leadership include establishing effective communication of leadership, involving all employees in the leadership process, eliminating barriers like resistance to leadership by engaging those who resist the leadership, and following up all the activities conducted in the leadership process. 
Common Themes for a Twenty-First Century Professional
In regards to Thinking Habits, the interview encouraged professional self-development through conversational reflection.  The interview gave time for the interviewee to think so that they could answer the questions well.  It encouraged the interviewee to answer questions without being harassed or rushed to ensure they were comprehensive in their responses.  The interview questions help to develop themselves since it gave them the chance to think and expand their thinking capacities. 
Professional development depends on how a person thinks. The conversation with the interviewee ensured that they had to reflect on the questions so that they could give a good response. The questions were realistic and positive, and it helped the interviewee to think positively. This gave the opportunity for self-development which is only achieved through critical thinking. Thinking critically gave the interviewee greater control of their lives so as to deal with all questions and also prepared them to face any adversity in the future.  
The interview encourages professional self-development through conversational reflection. The interview encouraged the participant to come up with their individual thoughts that enhanced self-development (Costa, 123). 
	New Business Realities and Thinking Habits Influence Seng’s Theory of Leadership In relation to Leadership: Change Mastery, Personal Mastery: Constant adaptation is a key for thriving in the new business reality. Pay attention to customers’ expectations and competitors’ innovations. Especially after an extended time of downsizing it’s important for organizations to embrace new ways of thinking to breathe new life into old practices and generate innovative new ideas.
	The interview also demonstrated smart leaders look for good ideas everywhere. This means checking in with people who are informal leaders in the organization as well as the people who are in formal positions. By listening to everyone—including people with divergent points of view, you increase the odds that the organization will be more responsive, adaptive, and successful in the face of change. Also, by sharing power and expanding influence, leaders can create an organization with a strong overall capacity to change and succeed. The new business reality demands that organizations find new ways to address old problems.
	Again, the Lewin’s theory of leadership can be applied to support the discipline. The theory supports the discipline by utilizing the unfreezing phase principles, including the encouraging workers to accept the set plans and goals, so as to enable the team to have a shared goal and vision. For example, the team facilitator at Google Inc. always engage employees when introducing a new business process and encourages them to accept the innovation by collaborating with them in the decision-making process (Hayes, 2014). 
	Transformations require leadership. As Kotter (1995, p.60) expressed it, "change, by definition, requires creating a new system and then institutionalizing the new approaches". Organizational leaders, by virtue of their influence in the organization, are in a good position to play a role in bringing this about. People also frequently expect leaders to take responsibility for an organizational transformation. Indeed, there is empirical evidence that the role of leaders in the change process does have a significant impact on the success of a change effort (Higgs & Rowland, 2005).
	Thus, the objective of this review is to promote a shared understanding of the nature of organizational transformations and shed light on the role of leadership in these transformations. This understanding has implications for how we select and develop leaders for leading transformations in the organizations.
	Organizations that are high performing have knowledge and learning as their vital core competencies (Argyris, 2008). The business environment is highly changing and highly competitive. Therefore, organizations should integrate knowledge and learning process in its culture for them to be competitive and change with the changing environment. A learning organization is one that innovates and gains knowledge to endure and prosper in a highly dynamic business environment (Argyris, 2008). 
	They have a culture that encourages learning and transforms continuously by creating a culture that motivates and supports critical thinking and learning among its employees. The organization values the contributions of employees and incorporates the new knowledge in its daily activities (Argyris, 2008). There are features that differentiate a learning organization from others. These characteristics include a shared vision, mental models, team learning, system learning, and personal mastery (Garvin, Edmondson, & Gino, 2008). 
	Further, we talked about the common type of organization Functional Structure Organizations where change is made: Among these structures is the functional structure. In this structure, the firm is separated into different departments founded on the duties and responsibilities, such as marketing, production, distribution, research and development, accounting, and supply chain and procurement (Jones, 2010). 
	The interviewees indicated it (dynamic change understanding) has been proved that this type of organizational design presents many advantages to the organizations that implement them. In Personal Mastery of change the first benefit is the specialization realized the functional structure provides a large extent of specialization. Every organizational department works as a form of independent micro-firm, obliged with the task of conducting its specific jobs (Jones, 2010). Workers usually beige their professions in an entry-level rank within the functional unit and establish specialized expertise as they advance within the pyramid. The workers become specialists within their functional departments, and the departments and firm gain from their experience and skills over time.
Reflections on Team Process
	Personally, I thought the team process was very difficult.  We are all adult learners, with commits outside of school that we balance according to what works for us individually.  Having to change that up was very hard.  It was even more difficult being so far away from each other that we had to rely on technology to connect us.  The technology we used, WebEx to be specific, we felt was not as good as its reputation would lead you to believe.  It was frustrating to use a system that couldn’t connect to audio and didn’t show video.  I believe there was only one session of all of them where things worked perfectly.  I suppose I would categorize this under “unexpected surprises.”  
	The best part was working with people who wanted to stay in touch and considered this project important.  In our conversations we were able to discuss areas where we were confused, and to help one another through, which was nice.  It was good to know I wasn’t the only one confused by the wording of certain assignments, and I was able to get, and give help, in this group.  
	Another take on reflections the team experience were that the results were productive and contributed to the effective building of the team. All the activities in the Change Mastery were carried out successful so as to prepare the team to implement the leadership of business procedures. The outcomes and experience support the shared vision and Lewin’s leadership theory in that all the team members could work on common goals and vision and no resistance to leadership occurred due to the proper planning of team building and leadership process dynamics  (Tuckman’s, 2009). 
	Finally, the question of how might the alignment to effective leaderships is used in its own career progression? Rested on the traditional approach to equipping employees to fulfill organizational requirements entailed training and developmental interventions. The scope of training and development has undergone much change in recent times. Today, too many business organizations also give increasing preference to talent management vs. training.
This imbalance harms the process of improving competencies/team interactions to enhance team/project performance. Teamwork is a critical factor for any business success. The objectives should be:
· Improved Knowledge
· Feelings of trust and agreement
· Cohesive/Dynamic team culture
	It takes a multitude of interpersonal skills to facilitate a prosperous business culture when organization dimensions of workplace diversity include age, ethnicity, gender, physical abilities, race, sexual orientation, educational background, geographic location, income, marital status, religious beliefs, parental status, and experience.
	Retaining, utilizing, and enhancing such a vast group of differences has to be built upon: Training, Team-Building, Interpersonal Skills (empathy, influence, creativity, leadership, etc.). In essence, reconciling the corporate culture to accommodate diversity and individual sensitivities
In this new world order, ultimately companies must recognized employees will need to reinvent themselves over and over again; employers must be able to support them in this task. They also need support to ensure companies can help employees grow by ensuring education assistance remains available for associate, undergraduate, and graduate course work.
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