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CHARTERED INSTITUTE OF
- LEADERSHIP AND GOVERNANCE

IRECT
EMBERSHIP
ADVERT

Gain direct membership
into a global professional
body with the following
membership grades

» AFFILIATE MEMBEF

»ASSOCIATE MEMBER
» FULL MEMBER

* FELLOW MEMBER

------------------------------------------------

How to become a member
through direct membership route
* Download membership applica-
tion form from our website:
www.cilgghana.org

* Fill the downloaded form
* Submit it to the secretariat by
email: ghana@cilgglobal.org

* You can also call: 0248 59 99 59
for explanations on how to fill the
form
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CHARTERED INSTITUTE OF
LEADERSHIP AND GOVERNANCE

CHARTERED
PROFESSIONAL
CERTIFICATION (CPC)

CPC SPECIALIZATION

+ Project Management

+ Facility Management

+ Contract Management

+ Financial Management

+ Operations Management

+ Production Management

+ Purchasing & Supply Management
+ Information Technology Management
+ Logistic Management
+ Transport Management
+ Risk Management

+/ Fraud Management

+ Marketing Management

++ Human Resource Management
+ Quality Control Management
« Strategic Management

+ Health Care Management

+ Engineering Management

+ Customer Management

+ Education Management

+ Leadership & Governance

100%

ASSISSTANCE

For further Details,
Visit. www.cilgghana.org

Email us on
ghana@cilgglobal.org
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CHARTERED INSTITUTE OF
LEADERSHIP & GOVERNANCE

WHY JOIN CILG’s YOUNG
LEADERSHIP PROGRAM?

* An opportunity for you to be mentored by renowned leaders in your chosen career. CILG as
a professional body has a lot of members who are leaders with different professional expertise.
Young leaders are therefore assigned to the leaders in their chosen field for mentoring

* You will be added to a global network of
young individuals from different tertiary insti-
tution who are aspiring to be leaders. There is a
saying that ‘your network determines your
net-worth’. When you join CILG you have the
exposure by meeting other young profession-
als from different tertiary institutions with dif-
ferent background and get to relate and share
knowledge.

* Discounts for Annual Conferences and
other CILG’s events. As an affiliate member,
you are always given discounts on seminar
fees. This includes both local and international
seminars as well as discount on seminars or-
ganised by partners of CILG such us Chartered
Institute of Management and Leadership.

* A wide range of publications. Young leaders
would also be allowed to submit articles for
publication. Your write ups and articles will be
exposed to the outside world with our leader-
ship magazine called “The Leadership Mirror”
on quarterly bases. This is another form of ex-
posure to the world, through this your social
life will be enhanced and recognized globally
for your input to development and leadership.

* Eligibility to be nominated for CILG’s
young leaders’ annual awards. This award is
organized yearly where a young leader is
awarded for maintaining high integrity and ex-
ceptional leadership skill throughout the year.
The winner of such an award will be published
globally about his/her achievement and profile.

* Availability of scholarships to further your
education in both professional and academic
programmes. Scholarships are available for
young leaders to further their education.

HOW TO BECOME A MEMBER

« Download Membership application form from our
website
www.cilgghana.org

¢ Fill the downloaded form

¢ Summit it to the Secretariat at Atonsu-Monaco
Junction, Kumasi or scan it and by email to
ghana@cilgglobal.org

FOR MORE INFORMATION CONTACT:
CILG Ghana-Chapter: P.O Box UP 1794, KNUST, Kumasi Ghana, West Africa
Head Office Tel: 0322084045, 0248599959, 0208372502.
Email: ghana@cilgglobal.org, adams.asare@cilgglobal.org
Website: www.cilgghana.org



Editor’s Note

s

lorahim Alhassan, FCILG

Introduction

Leaders have always been with us since
the creation of the universe and can be
found in any industry you find yourself.
In fact, where ever there is a gathering of
living beings, there exist some form of
leadership and/or followership. There
are several definitions given to the con-
cept of leadership. However, it is gener-
ally defined simply as the art of influenc-
ing people so that they will strive will-
ingly towards the achievement of group
goals” This concept can be enlarging to
include not only willingness to work but
with zeal and confidence.
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Impact of Leadership Role on Organization’s Performance

Leadership involves making things
happen rather than letting things
happen. A leader makes things happen
by exerting both intrinsic and extrinsic
influences on the group. Leadership is
the most visible of all the management
functions. This is largely due to the fact
that it deals so much with people. It has
variously been referred to as directing,
commanding, guiding, inspiring, initiat-
ing, and activating. However, all these
terms stands for the same purpose what-
ever denotation used.
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The classic model of the good organization-
al leader is the top executive in the organi-
zational management who directs and who
is in control of all aspects of the operations
of the organization. This top executive
leader operates through a hierarchy of man-
agement and the organization had a fairly
well-defined structure. The organization of
today does not have the luxury of stability
since it faces an ever-increasing change in
markets, customers and technology. It
needs to accept, adopt and implement
changes in the business model according to
changing trends, technologies, customer
preferences and future concerns.

Further, the core business of the organiza-
tion is constantly under threat today from
the newcomers to the marketplace who are
having a different business paradigm.
Hence the organization cannot afford to
depend upon the leadership of individual
or/and a small team of senior executives to
meet this challenge. The organization needs
to harness the ideas, skills, energy, and en-
thusiasm of the entire team for success. For
meeting of new challenges, this new con-
cept and practice of leadership has evolved,
where line managers have taken over the
leadership role along with the top executive
and his small team of senior executives.

Leadership is an important factor for
making an organization successful. It is the
art or process of influencing people to per-
form assigned tasks willingly, efficiently and
competently as defined earlier. Without
leadership, a line manager simply cannot be
effective. Leadership of the line managers
transforms potential into reality. When
good leadership is in place in the organiza-
tion, it can be felt throughout the entire or-
ganization. With good leadership, organiza-
tional culture is not forced but developed.
Communication is effective and open. Ev-
eryone understands the vision and goals of
the organization, and everyone has input
into how they can be improved. People feel
that they are an important part of the orga-
nization and they give their best for the suc-
cess of the organization.
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The leadership in the organization is to meet the
three challenges. The first challenge is to provide
a shared vision of where the organization is
heading and what its purpose is (the mission).
The second challenge is to set objectives, that is,
to convert the strategic vision and directional
course into specific performance outcomes for
each key area which leaders deem important for
success. The third challenge in providing strate-
gic direction is to generate and develop a strat-
egy that will determine how to achieve the ob-
jectives. Strategic direction is imperative in iden-
tifying a systematic intervention that will pro-
vide the most leverage to the organization, as an
organization cannot focus on everything all of
the time.

Line manager leaders are a key human resource
in the organization. These leaders develop
better people under them and the two together
develop better products which can compete ef-
fectively with the products offered by the com-
petitors. We generally think of organizations
competing by means of their products, but
today organizations probably compete more by
means of the quality of their line manager lead-
ers than their products. High performance of
people in the organization is the focal point for
achieving success. This high performance can be
secured only if there is effective leadership quali-
ties available with the line’s managers.

As group efforts and teamwork are essential for
realizing the organizational goals, leadership be-
comes vital for the execution of work. Through
leadership, line managers can influence people
under them to adopt a cooperative and whole-
some attitude for successful work accomplish-
ment. Their leadership motivates the people to a
higher level of performance through their
strong human relations.

Leadership is an important function of manage-
ment which helps to maximize efficiency and to
achieve organizational goals. In fact, leadership
is an essential part and a crucial component of
effective management. A remarkable leadership
behaviour stresses upon building an environ-
ment in which each and every employee devel-
ops and excels. It has the potential to influence
and drive the group efforts towards the accom-
plishment of goals.
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Line managers must have traits of a leader.
They must possess leadership qualities.
With leadership qualities line managers can
develop and begin strategies that build and
sustain competitive advantage.

Underlisted are some of the important
roles an organizational leadership is ex-
pected to play for purposes of organiza-
tional peak performance:

* An organization’s leadership is expected
to establish why an organization exists and
what it wants to achieve. Leaders are to
clarify and communicate the vision and
mission of the organization to the people.
This vision and mission effectively provide
employees with an understanding of the or-
ganizational direction and allows them to
clearly understand their roles and responsi-
bilities.

* Leaders communicate the policies and
plans to the people of the organization.
They are to imbibe into the employees the
values and the culture of the organization
since these play an important role in ensur-
ing the achievement of the organizational
goals.

+ Leaders provide a structured approach.
The structured approach is able to generate
a plan of action that most effectively meets
the organizational goals. An inclusive plan-
ning process also provides the opportunity
for people to identify, contribute to, under-
stand and achieve well defined objectives.

+ The commitment and enthusiasm of lead-
ers shape the common goals of the organi-
zation and provides inspiration and motiva-
tion for people to perform at a high level.

« Leaders provide encouragement to
people for openly contributing and discuss-
ing new ideas in a positive environment
and make use of their diverse experience
and ideas to improve the organization.

+ Leaders have an open and engaging rela-
tionship with the people. This relationship
demonstrates that the people are valued as
an integral part of the organization, creates
a sense of ownership among people, and
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develops a closer alignment between individual
and organizational objectives.

* Good leadership can help the organization
remain focused during a time of crisis, reminding
the people of their achievements and encourage
them to set short term, achievable goals.

Effective leadership of the line managers re-
quires leadership qualities in them. These quali-
ties are to be visible by their actions in the con-
text and circumstances of different situations.
Leadership determines excellent organizational
performance. Leadership success in the imple-
mentation of a strategy is manifested in a condu-
cive organizational climate, a reward strategy
that is linked to strategic objectives, flexible
structures that support business demands, and
an effective organizational culture that influence
behaviour in the right direction. The ultimate de-
sired end results manifest itself in aligned indi-
vidual and organizational performance.

It is in the recognition of this fact that the Char-
tered Institute of Leadership and Governance
deems it fit to provide seminars to its members
on leadership and organizational performance.

\.

Mr Ibrahim Alhassan, FCILG

The author is the editor of the Chartered Institute
of Leadership and Governance-Ghana. He is also
the Northern Regional Director of the Institute.
He is an editorial member of a number of journals
including the European Journal of Educational
Sciences and has review several articles. The
author currently works as a data analyst in the
Planning and Research Unit of the University for
Development Studies, Tamale, Ghana
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DISCOUNT ON ACADEMIC
PROGRAMMES THROUGH

PMRIG

GRADUATE INSTITUTE

ENTRY REQUIREMENTS:

AFFILIATIONS/AWARDING/
PARTNER INSTITUTIONS

o
\9‘% &

Alliance International i i
University (AIU), S?J",‘,t,x?g,'t';a
Zambia Cameroon

CIML Business Business University

vSHS ~HND v BACHELORS + MASTERS TR “Coniarics”

DIPLOMA/BSC/BBA/MSC/
MBA/PHD/DBA

— Options—
@ Accounting
@ Entrepreneurship
@ Insurance and Risk Management
% Management
@ Operations & Supply Chain Management
9 Proilzd Management
© Banking & Finance
© Human Resource Management
@ Murketingi
@ Sustainable Development
@ Leadership & Governance
& Fadlity Management

For further Details visit,

VA AVIN GG HANA BRG
or Email us on info@pmrig-group.org

Tuition Fees & Payment Plan:
Payments are done on installment basis till you
finish all your modules.

Program Completion Plan:
Block Lecturing; meaning you finish one module per
month till you are done with all your modules.

Duration of the Programs:
> Diploma: 12-24 Months
» Bachelors: 42-48 Months
» Masters: 15-24 Months
» Doctorate: 28-36 Months

o FACE-10-fAce
Mode of Defivery: oo b o' Mo de

CENTRES:
KUMASI,ACCRA,TAKORADI,
TAMALE, HO, SUNYANI

0208 372 502
0248 599 959



Introductory Message from

A Nec Member

VALID SELF-ASSESSMENT IN

ACCREDITATION BASED ON APPROPRIATE STANDARDS PAYS OFF

The first time | became a head
of department after | had ob-
tained a qualification in Lead-
ership was when | was the

Head of Mathematics at
Merton College in the United
Kingdom (UK). Prior to that |
had been Head of Mathemat-
ics at Akrokerri Training Col-
lege (long before it became a
College of Education) and
Head of Teaching Practice at
the University of Cape Coast. |
must add that the difference
between my performance
before | obtained a formal
Leadership qualification and
that after my qualification has
always been crystal clear. My
post qualification  perfor-
mance has always been supe-
rior!
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At Merton College, | was also a
certified Investors in People
(IIP) Assessor and was tasked
by the College Senior Manage-
ment to review my depart-
ment using the Investors in
People Standard, which had
just been revised. The original
Standard was developed in
1990 by the UK National Train-
ing Task Force, in partnership
with leading business, person-
nel, various professionals and
employee organisations. The
original Standard provided a
national framework for im-
proving business performance
and competitiveness through
a planned approach to setting
and communicating business
objectives and developing
people to meet these objec-
tives. It did set out a level of
good practice for the training
and development of people in
order to achieve business
goals. The revised version was
more comprehensive than the
original Standard and argu-
ably more difficult to meet.

The Mathematics Department
was going through a process
of change as a result of the
structural (and possibly cul-
tural) changes that were being
made in the College as a
whole. Structural changes are
those changes that are con-
cerned with the way function-
al units are organised to carry
out their responsibilities. The
focus includes policy and pro-
cedure, rules and regulations,
management and staffing,

NEC MEMBER

facilities and equipment, and
human resource practices.
Cultural changes, on the other
hand, are concerned with the
way people interact with each
other, both in peer relation-
ships and in superior-subordi-
nate relationships. Since cul-
tural changes are to do with
people, it is arguably the more
difficult of the two to success-
fully deal with.

The review of the Department
was undertaken in order to
find out the extent to which it
met the indicators of the Stan-
dard in the face of the changes
that were being implemented
in the College. Since the De-
partment was one the most
successful departments in the
College prior to the changes, it
was hoped that it had taken
the structural and possibly cul-
tural changes in its stride and
that any identified good prac-
tice (with regard to response
to the changes) could be dis-
seminated throughout the
College.

The review was also indirectly
testing the impact of the
changes on the College’s In-
vestors in People status, for if
the Department did not meet
any of the indicators (which it
had met in the review before
the structural changes), then
this would help the College to
identify which of the indica-
tors was affected by the
changes, considering that the
new Standard was not totally
different from the earlier one.
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NEC MEMBER

This would mean finding ways
of meeting the indicator(s)
before the application for the
renewal of the College’s Inves-
tors in People status was
made. Put simply, the College
had acknowledged that the
changes could affect the views
of staff generally and that it
was important to take the on-
going changes into consider-
ration in the IIP
nture

The IIP assessment is basically
qualitative in nature. It is de-
signed to collect views of
people in the organisation
about how best improve-
ments can be planned, imple-
mented and evaluated. In the
review under discussion, all
the 12 lecturers and 7 adminis-
trative staff in the Department
were interviewed using the IIP
assessment framework.
During the interviews, | dis-
cussed with participants the
context of the Department, its
aims and objectives, how it
was managed and how its pro-
cesses compared with the evi-
dence requirements of the
Standard. All the interviews
were conducted within four
days, each lasting between
30-60 minutes.

On the fifth day, | met with all
the participants to give feed-
back on the findings of the ex-
ercise. This discussion is a key
part of every IIP assessment’s
value to the organisation by
offering staff insights and sug-
gestions about the
organisation’s operations
which no other professional
could provide.
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renewal ve-fined and understood”

The overall conclusion was
that the Mathematics Depart-
ment did not meet the “new”
Investors in People Standard
because not all the indicators
were met. Specifically, 2 out of
the 10 indicators were not met
by the Department. These in-
dicators were: “A strategy for
improving the performance of
the organisation is clearly de-
and
“People are encouraged to
take ownership and responsi-
bility by being involved in
decision-making”

Lecturers and administrative
staff interviewed knew the
mission of the College, re-
called the main elements of
the Strategic Plan and were
also able to outline the main
objectives of the Department
with regard to performance
improvement. However, the
majority of them did not think
they were consulted ad-
equately on the development

of the Strategic Plan and did .

not know how they were ex-
pected to achieve the
Department’s objectives.

Also, most of the lecturers and
administrative staff did not
think they were encouraged to
take ownership and responsi-
bility for decisions that af-
fected their performance and
that of the Department. Some
thought | encouraged too
much consultation at the Col-
lege level and this made them
feel the Department could not
achieve anything without con-
sulting the leadership of the
College.

The findings of the review
were shared with Senior Man-
agement of the College and
the real work began in all de-
partments. Based on the find-
ings of the review of the Math-
ematics Department, every
department in the College
worked so hard to meet the
new Standard - and it paid off!

The External Assessors who
did the real review for the re-
newal of the College’s IIP
status concluded that the Col-
lege achieved accreditation
against the revised Investors in
People Standard because all
aspects of every indicator had
been met to a large extent in
nearly every department - a
very happy ending indeed!!
The moral of the story is that
valid self-assessment against
appropriate standards in ac-
creditation work!!!

-

Prof. Jonathan Fletcher, FCILG
The Author is the Dean for
School of Leadership and Edu-
cation of University of Ghana.
He is a member of the National
Executive Council of the Char-
tered Institute of Leadership
and Governance, Ghana Chap-
ter.
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DIRECTOR’S DIARY

The Leader and Self-Assessment
Leaders have always been with us since the creation of the universe and can be found in
any industry you find yourself. In fact, where ever there is a gathering of living beings,
there exist some form of leadership. How then do we do self-assessment is the question
for discussion in this edition of the Director’s Diary.

Variety of tools are available to help promote self-awareness in the context of leader-

ship. One of the most powerful of these is 360° feedback. The term is derived from a

full-circle (360°) view of an individual's leadership behaviours as perceived by peers,

subordinates, and supervisor(s). Many types of 360° instruments are on the market,

ranging from superficial to highly complex measures of management and leader-
ship practices.

In an ideal world, this type of intervention would be unnecessary, as we would rou-

tinely know how others perceived us. The giving and receiving of feedback would be

an everyday occurrence orga. It is highly uncommon for communication inside niza-

tions to be so open that perceptions are regularly exchanged. It is one of those fasci-

nating human traits that we all want constant feedback to know how we are doing
and yet we are all so reluctant to give it.
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