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An Experiential Case Study of Leadership Issues Within The Organization
[bookmark: _GoBack]The Not-For-Profit organization such as Community Foundations are the new programs that keep changing with time. The requirements of the communities and families are still similar to the feeling that is distinguished and could receive comfort. This helps to achieve the type of management that is established, improved quality and the productive human values. The mission of the Not-For-Profit organization is to empower children, adults and families to build brighter futures. This is where the values of the team of employees who are loyal and represent superiority respect, optimism, accountability, leadership and service to others. The Not-For-Profit organization leadership aims towards having the vibrant and learning organizational culture. For instance, the discussion about requirements for creating successful corporate culture change that is not the philosophies; but it is the leadership and management that is collectively and consistently with the back up that they say with their actions that strengthening the change of attitudes at all levels and about the daily activities (Kouzes & Posner, 2007).
[bookmark: more]The Community Foundation being a Not-For-Profit organization has several professionals who should be accountable for the collective makeup of the organizational values that is nurses, counsellors, social workers, psychologists, behaviorists, social workers, direct care workers, professionals, clinicians, medical doctors, healthcare information technologists, and teachers. These are certified and licensed professionals who run the Not-For-Profit organization’s school campus, group homes, diagnostic units, residents, day treatment center, community services and other official programs. When these skillful professionals are able to visualize and align their values with the Not-For-Profit organization it has the leadership’s credibility utilizing its Best Human Asset Management context. On its  professionals employees’ skills through optimizing team development and general organizational performance which are the leadership aptitudes that embrace team building, team player and having the ability to choose the right team players (Levasseur, 2011). 
The main aim of Community Foundation of the goal of the organization is to invest in the youth who are currently developmentally incapable individuals and families to build happier futures. This would help to endure with such valuable commitment in sustaining the long-term service and care to the communities and organizations that serve the others. Certainly, leaders of the organization should be determined about the purpose to influence people’s lives as well as have a good moral guiding values and principles (Kouzes & Posner, 2007).
At this mentioned Not-For-Profit organizations and leadership is to be ethical, competent, and of good character and moral values in that leaders are responsible for the changes in the routine and culture that occur as the consideration of how things are done in the organization (Brown, 2011).The Not-For-Profit organization leadership team could be able to take charge by acting and influencing others to follow their directives towards one key goal, purposes, and objectives.
According to Kouzes & Posner (2007), governance occurs when an individual accepts the responsibility of oneself and begin to inspire others to accomplish one main goal as well as performing the extraordinary tasks. Therefore, the Not-For-Profit organization has had the role model leaders who have the strong principles about governance values, which guides them as the principles with firm commitments to the organizational values (Kouzes & Posner, 2007). Its leadership model and current model, is leading by example with personal accountability. This is because the Not-For-Profit organization’s clients, employees, government authorities, surrounding communities and families is highly influenced by the leadership to provide high quality care and services.
The current leader of the Community Foundations should be able to understand that successful leadership in this era is through shared visions and it requires that everyone should be able to take responsibility of leadership at the station level. This means that everyone who has the capacity of mobilizing and influencing decisions that allow others to take action and inspire the shared vision and model the procedure of these challenges. These process encourages them to cater for the leadership responsibilities of others and other organizations. Therefore, this kind of globalized world organizational changes are inevitable and exemplary leadership practices that are supportive, inventive and comprehensive in that compulsory leadership management in the constant organizational change (Kouzes & Posner, 2007).
The Community Foundations Organization Leadership and Professionals Ethical Dilemmas
The main experiential study of leadership that has been seen in this current organization is the ethical dilemma that leadership runs into every time when certified and licensed professionals have practiced their professional tasks yet at the same time align their values to those of organizational values. In the Community Foundation organization, the leader must well align the values with the organizational values because it became a conflicting interest. The alignment of values and ethical standing points are the grand values within the Not-For-Profit organization and it is sentimental for the Not-For-Profit organization leader that have them because leaders should have a strong basis of irregular ethics, values and principles (Graber & Kilpatrick, 2008).
The Not-For-Profit organization leadership orders the Not-For-Profit management to manage care and services at the required levels both efficiently and effectively. Whereby the licensed and certified professionals move to the next level of ethical guidelines that require them to commit any harm so that they may serve the best interest of the clients and patients. These values tend to clash with the leadership values, through management, because the licensed and certified professionals are not meant to solemnly manage efficiency and effectiveness and to serve the best interests of the clients and patients.
At the setting of the Not-For-Profit organization the order of leadership can be ethical or not ethical depending on the circumstances and the capacity. Provided with the weird nature of implementation of this kind of leadership order, the back and forth clarification  is required between the professionals, management and leadership, the level of care and services the Not-For-Profit organization offers become entrenched with those dilemmas. This type of ethical dilemma and leadership is facing and it involves executing its leadership and management decisions. When it comes to the general welfare of its clients and patients also when licensed and certified professionals are involved. Therefore, leadership assessments should be an ongoing practice that can function as a continuous process that evaluate and mediate the outcomes for further regenerative assessment, knowledge base, and preparation for what the future may bring (Kouzes & Posner, 2007).   
The Not-For-Profit organization that is Community Foundations are recovering, in the management staged itself perceiving that it was always right. They knew everything and was above these professions on everything and resulted to some members of management entering the stage of denial, especially when there was a conflict between ethics, values and the code of conduct of these licensed and certified professional workers (Benzel, 2008).  Most of the times ended up backfiring management by having full blown investigations by local and state governments through its governing agencies.  It was then that leadership understood the ethical dilemmas that were problematic, so they aligned their values with those of the certified and licensed professionals followed by management. The ethical dilemma that caused the investigations never became a problem since then. 
 	The Not-For-Profit organization’s licensed and certified professionals are confronted with values and ethical dilemmas when confronted by conflicting values such as when leadership or management interferes with their professional codes of conduct or their decision making process’ simply because they are not profitable or they are not aligned with leadership values. Often managers who initially did not do work as the above professions tend to overstep and overlook the input and values of these professional workers. For example, (Saban & Wolfe ,2009), researched schools across the America and they found that principals are facing an unnerving leadership duty and for them to become successful they need all kinds of support including the local, state and federal government leadership support.
Another value and ethical dilemma that Not-For-Profit organization leadership got caught up with is the benefit and compensation adjustments that the organization had to make during the 2008 economic meltdown that eroded the NFP’s investments and those of its employees. Some professional employees left the NFP organization all together and some had to recheck their values and realign them with the newly adopted organization values. For the NFP organization management to retain such a functional number of professionals without operational set-back, sets a powerful testimony that leadership’s ability to establish a process of sharing aligned personal and organizational values can become the roadmap to sustainable, creative, and dynamic dealings among employees at the work place and during difficult times (Kouzes and Posner, 2007).
The value and ethical dilemma is when leadership decided to cut benefits and compensation of its professionals during the tough times and when the Not-For-Profit organization lost its employees’ investments through the Wall Street gamble. It sent a signal to many professionals/employees that no matter how long they have committed their services to the Not-For-Profit organization, leadership was not considerate, especially during the time of their need to lien on Not-For-Profit organization for financial, employment, healthcare and sense of confidence that the Not-For-Profit organization got its employees’ back. For example, a research found that organizational values as a more important prognosticator of job satisfaction than personal values; for instance if organizations stress on justice it may personally satisfy employees, and when they stress on harmony it extrinsically satisfied employees; thus, an organization has to focus on combined factors in order to gratify and encourage employees to become more effective producers (Kumar, 2012). This sounds like a balanced approach that advocates for good leadership values and ethics.
The Exemplary Leadership Values
Through its mission, vision, values and goals the Not-For-Profit organization founders and leaders were able to foresee the future by predicting the opportunities it brings and understand that the care and services it provides are noble, ideal and unique images of the shared vision for the mutual benefit of the individuals, their families and the communities (Kouzes & Posner, 2007). The Not-For-Profit organization has had exemplary leaders that benefited both the organization and communities it serves. This is consistent with the research findings by Kouzes & Posner (2007), furthered that leadership has five exemplary leadership practices, which are common amongst all leaders that is it allows others to act, inspire a shared vision, model the way, challenge the process and encourage the heart.
NFP organization leaders need to have exemplary leadership values aligning their values to the Not-For-Profit organization and learn quickly adjusting from common errors that can create ethical dilemmas. An exemplary leader here will need to modernize the Not-For-Profit organization’s short-term and long-term viewpoints by asking and answering questions that accentuate on the employees growth and their motivated convictions that contest the status quo; whereby managers administer leadership’s directions by probing, emphasizing on the system, upholding and assuring control that implements short-term leadership viewpoints (Reynolds & Warfield, 2010).
The Not-For-Profit organization understands well that leadership assessments are processes used to improve and empower a leader’s ability to lead with confidence and self-assurance in an unstable, ambiguous, complex and during crisis situations. Therefore, leaders must be experienced and knowledgeable to formulate organizational culture, because this position is the powerful driving force that creates organizational culture change through strategic leadership. It’s about the leader’s performance to create the environment and culture of employees to welcome change and challenge by combining their effort to attain common goals; also successful leaders transform the employees and the organization’s values into actions, visions into realities, obstacles into innovations, separateness into solidarity, and risks into rewards (Kouzes & Posner, 2012).
It is necessary for the model leaders to bring about the image of the organization and also to stir the direction of the organization towards the right path of growth and prosperity. Therefore, it is imperative for leaders to follow the laws and adhere to society manners and ethics that could help them to mediate between their association and moral identity to avoid conflicts of unethical behaviour and bad relationships (Mayer, Aquino, Greenbaum, & Kuenzi, 2012). In this case, the Community Foundation being one of the Not-For-Profit organization, leadership was proved to be the evolving factor that demonstrates the magnifying positions that need improvement, especially when dilemmas arise and lessons are learned. Exemplary leaders need to have shared visions and to learn very fast, while aligning their values in this constant changing environment and reflect to the contemporary change.
Conclusion
According to Kouzes and Posner (2007), Leadership is a business for everyone. It does not matter what personal position and it takes responsibility for the quality of leadership. Therefore, effective and standard leader that someone should be is able to empower everyone as a team to take personal pride and responsibility of personal leadership that makes extraordinary things to happen. Consequently, distrusted employees are distrusting leaders to put the entire organization at risk of becoming unproductive. This sums up the importance of what, articulated leadership as the ability to physically, mentally and emotionally communicate values and goals to the employees without distortion (Groysberg & Slind (2012).
When these incidents happen, leadership credibility would become untrustworthy and it puts the negative environment for the entire organization through the leadership and management that is responsible for working with these professionals to achieve the organizational goals. Thus, it is imperative for leadership to understand this traits, visions, values, mission and goals because together these make up a theory that clarifies leadership efficiency and effectiveness by its natural features and abilities to connect the others to align with the vision and support the employees and members to apply the mission and attain the organizational strategic goals (Oyinlade, 2006). This is equally important for all to understand that leadership is taking personal responsibilities and responsibilities of others through sharing visions and values at all levels by everyone to do his or her part accordingly.
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