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APPENDIX GA36d



Research Proposal 
Proposal title
Management of Non-Governmental Organisations in Hong Kong – Leadership, Corporate Governance and Financial Management. 

Abstract 
Purpose – a creation of a comprehensive guide for practical leadership and management for Hong Kong Non-Governmental Organisations (NGO) leaders.  
Introduction – Streams of literature provide different perspectives and approaches to effective leadership in NGOs.  Researchers and practitioners often draw on multiple streams of literature to develop comprehensive frameworks for leadership development and organisational improvement.  There are 3 proposed research questions for the overall study: 
(1) How does leadership style impact the organisational performance of NGOs? 
(2) What is the significance of Corporate Governance in NGO management? 
(3) Explore the good practices of NGO financial management.  
The answers to the 3 research questions should nicely fill the overall research report for finding a handy reference tool for NGO leaders.      
Methodology – The proposed study would be mainly based on qualitative and quantitative data collection and analysis.  Data will be collected through surveys, interviews, and document analysis from a sample of NGOs across different sectors.  The quantitative data will be analysed using statistical methods.  
Research significance – The study's findings will contribute to the literature on effective leadership and management in NGOs by providing insights into the impact of different leadership styles on organisational performance.  The study will also provide practical recommendations for non-profit leaders on how to develop effective leadership strategies to improve their organisations' performance.  It is intended to allow non-profit leaders and managers to benefit from the study. 
5 Keywords – Leadership styles, Non-Governmental Organisations, NGO Corporate Governance, NGO financial management 
Introduction
The significance of the study
Studying effective leadership, Corporate Governance and financial management of NGOs can have several significant implications, including:
a. Improved Organisational Performance: Effective leadership enhances organisational performance in non-governmental organisations. Leaders who inspire and motivate their teams, develop effective strategies, and manage resources efficiently assist their organisations in achieving their goals more effectively.
b. Increased Donor Trust: Many NGOs in Hong Kong rely heavily (or partly) on donations from individuals, corporations, and foundations.  Effective leadership, good corporate governance and financial management establish trust and credibility with donors, demonstrating that the organisation is competently and transparently managed.
c. Greater Social Impact: NGOs have a positive impact on society. Effective leadership ensures that these organisations achieve their goals by aligning their mission and values with the needs of the community they serve.
d. Improved Employee Satisfaction: NGO employees are motivated by a sense of purpose and need to feel valued, supported, and motivated to perform their jobs effectively. Effective leadership creates a positive work environment, provides clear direction, and encourages professional development, leading to higher job satisfaction and employee retention.
e. Increased Collaboration: Effective leadership facilitates a culture of collaboration, enabling different departments and teams to work together towards common goals.  This assists NGOs in leveraging their resources more efficiently and achieving greater impact.
f. Governance shapes the architectures of NGOs constructed to carry out their strategies and accomplish and achieve their mission, vision and values.  A good corporate governance structure and execution can significantly ensure that the organisation is operating properly under the Board’s steering.  Moreover, proper corporate governance can prevent management override of internal controls and this is especially harmful to any organisation. 
g. Financial management is crucial for NGOs as it ensures effective and transparent use of funds, enables accurate budgeting and financial planning, promotes accountability to all stakeholders, and maximizes the organisation's ability to achieve its mission and deliver impactful programmes of activities.

Key Scholars
There are a few key scholars in the field of leadership in NGOs, such as:
a. Miriam Mason Wood – she is a respected scholar in nonprofit leadership and management. Her research explores leadership development, social entrepreneurship, and organizational change in the nonprofit sector, offering valuable insights. She has affiliations with Yale University and serves on multiple nonprofit boards. She received the prestigious 1994 Drucker Prize for her article on nonprofit management and leadership. (Walmart, n.d.). 

b. David Renz – David is a Professor Emeritus of Nonprofit Leadership and Director Emeritus of the Midwest Center for Nonprofit Leadership at the University of Missouri – Kansas City.  He is a renowned educator and scholar, specializing in nonprofit governance and board effectiveness.  He has received prestigious awards and has extensive experience working with public service organizations.  David has authored numerous publications and holds a PhD in Organization Studies from the University of Minnesota (Amazon, n.d.).

c. Mary Tschirhart – She is a renowned scholar in the field of non-profit management and leadership. She has conducted extensive research on topics such as governance, strategic management, and performance measurement in non-profit organisations.
There are some key scholars in the field of Corporate Governance in NGOs, such as:
d. Ian Thomson – He is a Professor of Accounting and Sustainability, researching responsibility, sustainability, and accountability.  His projects include carbon accountability and operationalising the Sustainable Development Goals for business.  He has advised organisations and received recognition for his work, and previously worked as a management accountant in the National Health Service and the BBC (The Conversation, n.d.).

e. Alan Fowler – He is a co-founder of INTRAC (International Research Network on Transitions to Adulthood from Care) and an academic with a career focused on civic agency, NGOs, and international development. He has authored numerous books, papers, and capacity-building materials. He currently holds an honorary professorship at Wits Business School, specialising in African philanthropy. (Fowler, n.d.).

f. Kenneth Abbott – is a prominent international law scholar specializing in interdisciplinary studies. His research covers various topics, including institutions, environment, development, health, trade, and economic law. He has received prestigious awards and serves on editorial boards of notable journals (Arizona State University, n.d.).  

g. Duncan Snidal –  he is a Professor of International Relations at Oxford University and a Fellow of Nuffield College. His research focuses on international cooperation, institutions and law, with an emphasis on institutional design.  His current projects examine the governance of transnational production and informal international organisations such as the G20. He is also the co-founder and editor of the journal International Theory (University of Oxford - Nuffield College, n.d.)
Other authors considered to be relevant and important are to be introduced to the readers:
h. Malvern J Gross Jr. – He was a retired partner at PricewaterhouseCoopers, specializing in accounting and financial reporting for nonprofit organizations. He authored influential guides and served in various advisory roles, including with the AICPA and the Financial Accounting Standards Board. He also worked as an adjunct professor at Lehigh University (Amazon.com, n.d.).  
i. Gary Bandy – a math graduate from the University of York, became a chartered public finance accountant. He had a 19-year career in local government, followed by independent consulting in public financial management. Gary has advised various sectors and taught at UK universities, sharing his expertise globally (Routledge, n.d.).
The key stream of literature (relevant key theories)
Leadership related 
a. Transformational Leadership: Transformational leadership theory emphasises the leader's ability to inspire and motivate their followers to unlock their potential.  According to this theory, leaders who possess charisma, provide an act of inspiring and challenging individuals to think critically, explore new ideas, and expand their knowledge and capabilities.  They show individual considerations that can positively influence both their followers and the overall performance of the organisation.
b. Authentic Leadership: Authentic leadership theory centres around leaders who demonstrate genuineness, self-awareness, and transparency in their actions.  This perspective argues that leaders who authentically embody these qualities can cultivate trust, foster heightened employee engagement, and establish a more favourable and nurturing organisational culture.
c. Servant Leadership: Servant leadership underscores the leader's responsibility as a servant to the organisation, placing utmost importance on meeting the needs of colleagues and stakeholders. This perspective asserts that leaders who proactively serve others can foster a sense of collaboration, empathy, and ethical conduct, thereby nurturing a harmonious and principled organisational environment.
d. Emotional Intelligence: According to emotional intelligence theory, successful leaders in NGOs need to possess and utilise a range of emotional intelligence skills. These skills encompass self-regulation, self-awareness, empathy and effective relationship management.  By developing and employing these abilities, leaders can adeptly navigate and regulate their own emotions as well as understand and address the emotions of others, resulting in enhanced leadership effectiveness and impact within the organisation.
e. Transactional Leadership: Transactional leadership, initially introduced by Max Weber in 1947 and further elaborated by Bernard Bass in 1981, predominantly finds application among managers. This leadership style primarily centres around utilising fundamental management techniques to exercise control, organise, and plan in the short term, thereby emphasising the importance of efficient and structured managerial practices.
f. The 3H framework: it was developed by Yu (Yu, 2022), it offers a holistic approach to managing people and organisations.  The framework emphasises the strategic alignment of key domains, such as purpose, people, culture, strategy, structure, function, systems, and competence (Heart, Head and Hand).  The application of the 3Hs varies based on organisational circumstances and needs.
Corporate Governance related
g. Agency Theory: The theory centres around the principal-agent relationship and the potential conflicts between shareholders (principals) and managers (agents). It highlights the importance of aligning the interests of managers and shareholders to minimise agency costs.
h. Stakeholder Theory: Stakeholder theory conceives that an organisation should consider the interests of various stakeholders, including shareholders, employees, customers (or clients), suppliers, and the community.  It highlights the importance of balancing the needs and expectations of multiple stakeholders for long-term sustainability.
i. Stewardship Theory: According to stewardship theory, managers assume the role of accountable stewards who place utmost importance on the organisation's long-term welfare.  This theory suggests that managers are driven by intrinsic motivators, such as a profound sense of responsibility and ownership, rather than solely being motivated by financial incentives and rewards.  By embodying the principles of stewardship, managers actively work towards safeguarding and advancing the organisation's interests for sustainable success.

Financial Management related
j. Resource Dependence Theory: Pfeffer and Salancik (Pfeffer & Salancik, 1978) introduced the resource dependence theory to elucidate how organisations are influenced by the external resources they rely upon.  According to their theory, organisations adapt and negotiate with their external environment to secure access to vital resources that are necessary for their survival.  Consequently, an organisation's competitive advantage is contingent upon its adeptness in managing external resources, a factor that Van Weele (Van Weele, 2018) asserts is even more critical than internal resources.
k. Financial Sustainability: Financial sustainability is a key concept in NGO financial management. It involves ensuring that an organisation's revenue streams, fundraising efforts, and expenditures align with its long-term mission and goals, allowing it to maintain financial stability and meet its obligations.

Possible weaknesses of the studies
While there is a significant body of literature on effective leadership in NGOs, there are also some weaknesses and gaps in the research.  Some of these weaknesses and gaps include:
a. Lack of Consensus on Effective Leadership: Lack of Consensus on Effective Leadership: Despite various literature streams addressing effective leadership in NGOs, a clear consensus on what defines effectiveness in this context remains elusive.  Different leadership styles may exhibit varying degrees of effectiveness, contingent upon factors such as the organisation's size, sector, and mission. Therefore, a nuanced understanding of leadership effectiveness requires contextual considerations and tailored approaches.
b. Limited Focus on Non-Profit Governance: While leadership undeniably holds significance in NGOs, it is imperative to recognise the crucial role of governance structures in organisational performance.  There is a pressing need for further research to explore the intricate interplay between governance structures, leadership effectiveness, and organisational performance within the non-profit sector.  By delving into this realm, a deeper understanding can be attained to inform best practices and optimise the overall effectiveness of NGOs.
c. Lack of Longitudinal Studies: The majority of studies examining leadership in NGOs are cross-sectional, capturing a static portrayal of leadership effectiveness at a particular moment. However, to gain a comprehensive understanding of leadership dynamics, there is a notable dearth of longitudinal studies that track organisations over an extended period.  Longitudinal research holds the potential to unravel the evolution of leadership strategies and their long-term influence on organisational performance, offering valuable insights into the dynamic nature of leadership within NGOs.
d. Lack of studies particularly in the Hong Kong realm: The majority of studies are related to overseas NGOs and it appears that especially leadership-related, guidance materials can only be found mainly relating to corporate governance and financial management.  Not many studies provide an in-depth discussion of leadership within the Third Sector in Hong Kong.   

Research Questions and Expected Contributions
Research Question 1: How do different leadership styles impact the organisational performance of NGOs?
Aim of the Study: The primary objective of this study is to comprehensively investigate and analyse the effect of various leadership styles on the organisational performance of NGOs. With a specific focus on transformational, servant, authentic and transactional leadership styles, the research aims to assess their impact on crucial performance indicators within NGOs.  These performance indicators encompass fundraising efforts, levels of volunteerism, community impact, and employee satisfaction.  By delving into this multifaceted examination, the study seeks to provide valuable insights into the relationship between leadership styles and the overall performance of NGOs, thereby informing best practices and strategies for enhancing organisational effectiveness in the non-profit sector.
Expected Contribution: The anticipated contribution of this study to the existing literature on effective leadership in NGOs is substantial, as it aims to yield valuable insights into the influence of diverse leadership styles on organisational performance. Beyond theoretical implications, the research endeavours to offer practical recommendations to non-profit leaders, guiding them in the development of effective leadership strategies to enhance their organisations' performance.  By applying these recommendations, NGOs can strive towards increased effectiveness and efficiency in fulfilling their missions and generating positive societal impact.  Furthermore, this research holds relevance for public organisations, as it highlights the significance of leadership's impact on organisational performance, fostering awareness and understanding of this crucial relationship.

Research Question 2: What is the significance of Corporate Governance in NGO management?
Aim of the Study: The aim of studying corporate governance in NGOs is to understand and implement best practices that enhance the governance structures and processes within these organisations.  By examining the principles and frameworks of corporate governance, researchers and practitioners seek to develop guidelines and strategies specific to the unique characteristics and challenges of the non-profit sector.  This includes identifying appropriate board structures, defining roles and responsibilities, establishing ethical standards, and implementing effective oversight mechanisms.  The study ultimately aims to strengthen the governance practices within NGOs, enabling them to fulfil their missions, build trust with stakeholders, and achieve long-term sustainability.

Research Question 3: Explore the good practice of NGO financial management.
Aim of the Study: The aim of a study on good practices of NGO financial management could be to identify and examine effective strategies, principles, and processes that contribute to sound financial management within non-profit organisations.  The study may seek to explore various aspects of financial management, including budgeting, fundraising, financial reporting, internal controls, risk management, and resource allocation.  By analysing successful practices in the field, the study aims to provide practical recommendations and guidelines for NGOs to enhance their financial management practices, improve transparency and accountability, optimise resource utilisation, and ultimately achieve their mission more effectively.  Additionally, the research aims to contribute to the broader knowledge base on NGO financial management and support the development of best practices in the sector.

How Important is the topic within the discipline of business and management today?
The topic of effective leadership in NGOs holds immense relevance and importance in the field of business and management today.  As organisations dealing with critical social, environmental and economic issues, NGOs are highly dependent on effective leadership for their success and impact.
In recent years, there has been a growing recognition that leadership practices that have proven successful in for-profit organisations are not sufficient for NGOs working with diverse goals, stakeholders and constraints.  Leaders of non-profit organisations face the challenge of balancing the expectations and demands of multiple stakeholders, including government agencies, donors, volunteers, beneficiaries and regulators, while navigating complicated legal and regulatory frameworks.
Effective leadership in non-governmental organisations requires specific skills and competencies.  These include the ability to inspire and motivate staff and volunteers, foster partnerships and collaborations, secure funding and resources, and measure and communicate impact.  Research into effective leadership in NGOs can help to identify best practices and facilitate the development of training and support programmes tailored to the needs of leaders in non-profit organisations.
Overall, research on effective leadership in NGOs is an important and timely topic in the discipline of business and management that has significant implications for the success of NGOs and the fulfilment of their missions.

Literature review 
This section will focus on literature related to leadership styles and organisational performance, corporate governance and financial management.  
Leadership styles and organisational performance
Leadership is a decisive factor in the success of NGOs, as explained in the article by Yvonne Harrison and Vic Murray (Harrison & Murray, June 2012).  For NGOs that operate in a complex and dynamic environment and need effective leadership to achieve their mission and goals (Tchirhart & Bielefeld, 2012), the most effective leaders in non-profit organisations are those who can look at a situation from multiple perspectives and act to meet the needs that arise from each viewpoint.  It also discusses the concept of behavioural complexity, which describes how leaders respond to the competing expectations of multiple stakeholders by taking on numerous roles.  Behavioural complexity theory suggests that leaders need to balance their roles rather than viewing them as either/or options, just as they need to view situations from multiple perspectives.  In recent years, there has been increasing interest in the impact of different leadership styles on the performance of non-profit organisations.  This literature review provides an overview of the main streams of literature on leadership styles and their impact on the performance of NGOs.

Transformational Leadership:
Transformational leadership is a leadership style that inspires and motivates followers to realise their full potential and exceed their expectations. This style is characterised by visionary and charismatic leaders who can inspire and empower their followers to achieve their goals (Peng, et al., 2020).  This leads to a greater sense of personal importance and fulfillment in their work, which in turn mediates the relationship between transformational leadership and affective commitment.  According to the journal article, when employees perceive that their work has a positive impact on the organisation and its external clientele, they feel a sense of purpose and meaning in their work.  Transformational leaders who communicate the importance of their employees' work and provide them with a sense of autonomy and empowerment are more likely to make their employees feel valued and appreciated. This, in turn, leads to employees feeling more committed to their work.  According to Bass & Avolio (Bass & Avolio, 1994) this leadership style can be identified by four interconnected dimensions: idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration.
Ott explored (Ott, et al., 2015) that transformational leadership is important in the non-profit organisation realm.  It was found in a study (Valero, et al., 2014) that transformational leadership has a positive and statistically significant effect on perceived organisational resilience, suggesting that identifying leaders with transformational characteristics is important for building a resilient organisation in both the public and non-profit sectors.   Renz & Herman suggested that this style of leadership can help leaders develop a shared vision and purpose for the organisation, inspire employees and volunteers to work towards a common goal, and foster a culture of innovation and creativity, as encouraging innovation and creativity, empowering people and creating a culture of learning and experimentation are all characteristics of transformational leadership (Renz & Herman, 2016).  Non-profit organisations often rely on the commitment and passion of their employees and volunteers to achieve their goals. Transformational leadership can help leaders unleash this potential by empowering and supporting their team members.
A number of studies have found a positive relationship between transformational leadership and organisational performance in non-profit organisations.  For example, William Nicholson II (Nicholson II, 2007) found that transformational leadership positively influenced fundraising performance in non-profit organisations by building trust with donors and then implementing transformational leadership.  Likewise, Avolio and Zhu (Avolio, et al., 2004) showed that there is a significant and positive relationship between transformational leadership and engagement & commitment.  It was further noted that transformational leadership often involves developing and communicating a compelling vision and mission for the organisation, empowering employees and volunteers to take responsibility for their work, providing them with support and resources to help them achieve their goals, and recognising and rewarding their contributions to the organisation. Therefore, nonprofit leaders who cultivate a transformational leadership style are more likely to create a positive work environment that fosters innovation, creativity and collaboration, resulting in improved organisational performance and social impact.
Although transformational leadership is widely recognised as an effective leadership style, it is not without its potential drawbacks or limitations.  Some of the weaknesses of transformational leadership are discussed in the following. 
Dependence on the leader: Transformational leaders tend to exert a strong influence on their followers, which can lead to a dependence on the leader for leadership and decision-making. This dependence can affect individual autonomy and ownership within the organisation, Palumbo (Palumbo, 2016) discusses the drawbacks of transformational leadership, highlighting the potential disempowerment of individuals' growth and willingness to embrace responsibility as a side effect of this leadership style.  Another drawback is the potential for disparity among researchers regarding the clarity of one method or trait of leadership, as well as which behaviours are more valuable than others.
Also, transformational leadership is still constrained by structural factors, and merely focusing on leadership training and development may not be sufficient as mentioned by Bass and Riggo (Bass & Riggo, 2006).
Critics of transformational leadership point out ethical concerns and potential negative consequences without adequate accountability.  For example, a study warns that transformational leadership can lead to unethical norms if the leader puts organisational interests before individual interests (Stephens, et al., 1995).
Overall, transformational leadership is a relevant and effective leadership style in the non-profit sector, where leaders need to inspire and motivate employees and volunteers to work towards a common goal and fulfil the organisation's mission.

Servant Leadership:
Servant leadership differs from other value-based leadership approaches in terms of its overriding motive and goal.  While other leadership approaches focus primarily on moving the organisation forward in financial and non-financial terms, servant leadership focuses on the growth of followers in various areas, such as their psychological well-being, emotional maturity and ethical wisdom.  Servant leaders act as stewards who treat their employees as individuals entrusted to them to raise them to be their better selves.  They focus on the development of their employees while caring for the community and being responsible for its well-being.  In addition, servant leadership is (1) a leadership approach that is oriented toward others, (2) manifested in the personal prioritisation of employees' individual needs and interests, and (3) an outward refocusing of concern for self to concern for others within the organisation and the larger community.  A servant leader strives to serve, help, listen and care for their employees with a focus on developing their personal growth and fulfilling their interests (Eva, et al., 2019).
In the non-profit sector, servant leadership is particularly important because it aligns with the sector's focus on serving the community and solving social problems. As mentioned earlier, servant leaders prioritise the needs and well-being of their employees, volunteers and stakeholders, which can lead to improved organisational performance and social impact.
Studies have found a positive relationship between servant leadership and organisational performance in non-profit organisations.  Hu & Liden states (Hu & Liden, 2011) that servant leadership positively influences employee job performance and organisational citizenship behaviour in non-profit organisations.  Similarly, (Ngah, et al., 2021) point out that servant leadership positively influences volunteer satisfaction and commitment in non-profit organisations, and the important mediator effect of job satisfaction on servant leadership's relation to volunteering and organisational citizenship behaviour in nonprofits is stated.  Volunteers report that they are satisfied with the communication of the NGO's vision and mission, and confirm that support networks are available for volunteer-related problems and that they have autonomy in carrying out their volunteer tasks. Servant leadership in the nonprofit sector often means building and maintaining strong relationships with staff, volunteers and stakeholders, empowering them to make decisions and take responsibility for their work, and creating a positive working environment that fosters collaboration and teamwork. Servant leaders prioritise the needs of their employees, which can lead to higher levels of motivation, job satisfaction and commitment.
Structural empowerment plays a significant role in mediating the relationship between servant leadership and organisational commitment.  Allen (Allen, et al., 2018) states that creating empowering organisational structures is a mechanism through which servant leaders positively influence organisational commitment.  While the direct effects of servant leadership on organisational commitment were found to be non-significant, a moderate relationship between the two was observed when considering the mediating influence of structural empowerment.
Servant leadership may lead followers to become overly reliant on the leader for guidance and support, which can hinder their ability to take initiative and make decisions independently (Palumbo, 2016).  This dependency on the leader may result in followers being unwilling to act or make critical decisions without the leader's endorsement, ultimately affecting organisational effectiveness.  In addition, Palumbo mentioned that servant leadership may inadvertently hinder the organisational growth of nonprofit employees.  By prioritising the needs of followers and focusing on serving them, the leader may unintentionally disempower employees and prevent them from fully developing their skills and capabilities within the organisation.  This can impact the organisation's ability to meet its goals and objectives.
In the non-profit sector, servant leadership emerges as a particularly pertinent and efficacious leadership style.  Given the unique nature of non-profit organisations, where the fulfilment of missions and the resolution of societal challenges take precedence, leaders must exhibit a keen focus on meeting the needs of their employees, volunteers, and stakeholders.  By embodying the principles of servant leadership, these leaders can cultivate a work environment characterised by positivity, collaboration, teamwork, and innovation.  The fostering of such an environment, in turn, contributes to enhanced organisational performance and an amplified social impact.  Thus, servant leadership serves as a valuable framework for non-profit leaders in their pursuit of meaningful change and the achievement of their mission.

Authentic Leadership:
As explained by (Rhine, 2015), Authentic leadership is a foundational construct of several leadership theories and refers to a leader's ability to have a genuine, honest and inherent emotional connection to their words and actions and to logically support them. Authentic leaders have a deep sense of who they are as a person, both in relation to their work and their personal life. However, authenticity is largely determined by the perception of that authenticity by followers or stakeholders.
Gilstrap highlighted the difference between authentic leadership in the for-profit sector versus the nonprofit sector (Gilstrap, et al., 2015), the principles of authentic leadership permeate the nonprofit sector in terms of leadership training, organisational roles and communication management responsibilities. Nonprofit organisations, led by status quo managers, have created extensive training opportunities for the development of future leaders.  In doing so, management assumptions have catapulted chief executive officers and board members into key leadership roles within nonprofit organisations and have focused training efforts accordingly –  a pervasive training paradigm that also conveys the importance of "living the mission" and celebrating socially appropriate ethical codes.  As mentioned in the same article, some leaders even used the differentiating assessment to compare the authenticity of their experience in the non-profit sector with their previous experience in the for-profit sector.  Thus, the concept of authentic leadership in the nonprofit sector seems to be more focused on mission identity and ethical codes, while in the for-profit sector, it is more focused on financial performance and quarter/semi-annual/annual reports.  Therefore, authentic leadership is particularly important in the nonprofit sector because it aligns with the sector's focus on social impact and ethical leadership.  Authentic leaders emphasise ethical behaviour and transparency, which can lead to greater trust and credibility with stakeholders and donors.
Some studies have found a positive relationship between authentic leadership and job satisfaction, organisational commitment and employees’ job performance in non-profit organisations.  For example, Avolio (Avolio, et al., 2005) examined the process by which authentic leaders influence the attitudes and behaviours of their employees and found that authentic leadership has a positive impact on employee job satisfaction, organisational commitment and job performance.
Authentic leadership in the non-profit sector often means building and maintaining strong relationships with stakeholders and donors, being transparent about the organisation's goals and strategies, and prioritising ethical behaviour and social impact. Authentic leaders are true to themselves and their values, which can lead to greater trust and credibility with stakeholders and donors.
According to Gilstrap (Gilstrap, et al., 2015), the effects of authentic leadership can be described as both intoxicating and damaging.  The extreme demands of authenticity can make it impossible for an organisation to see a leader as truly authentic.  It can also be difficult for leaders to be 'true to themselves' when authenticity appears to be tempered by prescribed values that arise from the needs of the organisation.  In addition, the article suggests that processes that require the establishment of boundaries between work and life, while expecting leaders to be authentic 'through and through', do not develop an awareness of potential inconsistencies between personal life and authenticity in the interest of the organisational mission.  The disadvantages of authentic leadership therefore include the potential for extreme demands, the difficulty of maintaining personal authenticity and the challenge of balancing personal values with the needs of the organisation.  Furthermore, the expectations of authenticity in non-profit organisations can sometimes become cultish, which can lead to a lack of diversity in leadership styles and groupthink.  Therefore, although authentic leadership can have many benefits, it is important to be aware of its potential drawbacks and look at it with a critical eye.
Overall, authentic leadership is a relevant and effective leadership style in the non-profit sector, where leaders need to prioritise ethical behaviour and social impact to fulfil their mission and build trust with stakeholders and donors. Authentic leaders can create a positive work environment that fosters engagement, commitment and social impact, leading to improved organisational performance and social impact.

Transactional leadership:
Transactional leadership is a style that aims to maintain the status quo and ensure efficient and effective task completion. Leaders use rewards and punishments to motivate employees to achieve specific goals.  This style works within existing systems and structures to ensure appropriate pursuit of the mission, promoting organisational stability and incremental improvement.  It is well-suited to organisations that do not require major changes (Tchirhart & Bielefeld, 2012).
Nicholson’s study (Nicholson II, 2007) defined transactional leadership as the exchange of valued things, economic, political or psychological, between leaders and followers without a call to a greater purpose.  Transactional leadership in organisations involves employees agreeing with, accepting, or complying with the leader in exchange for praise, rewards, and resources, or to avoid disciplinary action.  Nicholson further cited that Bass (Bass, 1985) claims that transactional leadership is characterised by four behaviours:
1. Contingent reward – The transactional leader clarifies what work needs to be done and uses rewards or incentives to achieve results.
2. Management by exception (Active) is used – The transactional manager monitors the performance of their employees and takes corrective action when deviations from standards occur.
3. Management by exception (passive) is used – the transactional leader can also intervene when standards have not been met or problems have arisen. 
4. There is also the laissez-faire management style. The transactional manager is reluctant to make decisions and only intervenes when absolutely necessary.
Trhirhart (Tchirhart & Bielefeld, 2012) mentioned that while transactional leadership has been found to be effective in some contexts, it has been less studied in the non-profit sector compared to other leadership styles such as transformational, servant, authentic, strategic, and shared leadership.
Some studies have found that transactional leadership can have a positive impact on the performance of non-profit organisations.  For example, Purwanto (Purwanto, et al., 2020) found that transactional leadership can be effective in situations where there are clear and specific goals that need to be achieved, and where employees are motivated by rewards and punishments.    According to Purwanto, transactional leadership has a positive and significant impact on work performance in public health centres.  This leadership style can be useful when employees are already skilled and experienced and can work independently towards specific goals. However, it should be noted that transactional leadership may not be as effective in situations that require creativity and innovation or where employees require more guidance and support from their managers. Therefore, leaders must consider the specific needs and goals of their organisation when selecting a leadership style.
Overall, the effectiveness of transactional leadership in non-profit organisations may depend on the size, sector and mission of the organisation. Further research is needed to better understand the impact of transactional leadership on the performance of non-profit organisations and its comparative effectiveness with other leadership styles.

The 3-H Framework
The 3Hs Holistic Management Framework introduced by Yu (Yu, 2022) provides an approach to the holistic management of people and organisations.  The framework uses the metaphorical expressions of the 3Hs - Heart, Head and Hand – to symbolise the strategic alignment of different domains such as purpose, people, culture, strategy, structure, function, systems and competencies.  The application and sequencing of these elements within the 3Hs framework depends on the unique circumstances of each organisation.
Effective decision-making in an organisation should involve a structured and thoughtful process, guided by the collective wisdom of the leadership group and aimed at achieving common goals, in theory.  However, leaders often focus on only one or two domains within the 3Hs, resulting in incomplete problem-solving.  To achieve holistic leadership, leaders must collaborate with and influence their colleagues while effectively implementing all three domains (Heart, Head and Hand).  This holistic management approach ensures the best performance and long-term sustainability of the organisation.  Holistic management combines the art and science of managing business performance through the synergistic alignment of people, organisational elements and competencies.

Corporate Governance
According to Gupta (Gupta & Mirchandani, 2020), corporate governance refers to the system of rules, practices, and processes by which a company is directed and controlled.  It involves balancing the interests of a company's many stakeholders, such as shareholders, management, customers, suppliers, financiers, government, and the community.  The aim is to ensure that the company's management is held accountable for its actions and that the interests of various stakeholders are taken into consideration.  Good corporate governance helps to prevent corporate scandals, fraud, and excessive risk-taking and contributes to the long-term success of the organisation.  
A journal paper (Kuruppu & Lodhia, 2019) highlights the significance of governance in managing internal organisational activities and interacting with external stakeholders.  It stresses that governance has a crucial role in establishing a conceptual framework for sense-making, coordination, and responding to external challenges.  It further mentioned that governance within NGOs affects the nature of accounting and information systems, including how they capture, measure, and report organisational performance. Accountability is also noted as a critical element of governance, especially for not-for-profit organisations.  The significance of governance in shaping the operations and interactions of NGOs, especially in the context of changing political, economic, and social landscapes was also discussed in the same paper. 
Agency risk is also a key concern for NGOs, for example, in the context of state-owned enterprises (SOEs), agency risk can manifest in various ways, such as managers and board members of SOEs may face incentives that are not perfectly aligned with the interests of the state as the principal.  This misalignment can lead to decisions that prioritise the quantity of innovation over its novelty, potentially affecting the overall innovation outcomes of the SOE (Jia, et al., 2019).  It is believed that NGOs would encounter similar concerns.  
Therefore, the proposed research will look into ways to minimise risks such as agency risk and seek to ascertain whether there is an ideal corporate governance structure exists.

Financial Management – the good practice
Studies such as (Cordery, et al., 2019) identified various funding sources that have distinct accountability requirements for NGOs.  These sources may include government subvention, membership fees, public sector grants, research grants, project grants, bequests, endowment income, and more.  The funding approach greatly influences an NGO's accounting practices, the stakeholders it is accountable to, and the purpose of the funds (Boomsma & O'Dwyer, 2019).
It would be desirable to define some basic concepts of financial management and provide practical solutions for real-life scenarios, especially in the context of Hong Kong. For example, budgeting and ongoing monitoring, income and expenditure analysis, capital versus operating expenditure and related financial control measures, etc. The aim is to provide a practical guide for NGO managers and especially staff without an accounting background, as financial management is an essential topic for anyone in a management position in an organisation.

Research Methodology
In this Doctor of Business Administration (DBA) dissertation, research methodology refers to the systematic approach used to collect and analyse data to answer the research questions or objectives of the study. Some research methodologies are presented below:
a. Quantitative Research Methodology: Quantitative research involves the collection and analysis of numerical data to examine relationships, patterns and trends. This methodology usually uses structured surveys, questionnaires, experiments or secondary data analysis. Statistical techniques are used to analyse the data and draw conclusions. Quantitative research is often used to test hypotheses, measure variables and generalise findings to a larger population.
b. Qualitative research methods: Qualitative research focuses on understanding the subjective experiences, meanings and social contexts of individuals or groups. This methodology includes techniques such as interviews, focus groups, observation or document analysis. Data analysis techniques include thematic analysis, content analysis or narrative analysis. Qualitative research provides deep insights into complex phenomena and enables a comprehensive understanding of the research topic.
c. Mixed methods research: Mixed methods research combines both quantitative and qualitative approaches.  In this method, both numerical and non-numerical data are collected and analysed to gain a comprehensive understanding of the research problem. The researcher may use sequential or simultaneous data collection and analysis processes, integrating the strengths of both quantitative and qualitative methods.
d. Case study research: Case study research is an in-depth study of a particular organisation, group or phenomenon. It often uses multiple methods of data collection, such as interviews, observations and document analysis. Case studies provide rich, detailed insights into specific contexts and are useful for studying complex and unique phenomena.
e. Action research: Action research is a participatory approach in which the researcher works with practitioners or stakeholders to identify and solve organisational problems. It involves cycles of data collection, reflection and action to improve practices or processes. Action research is often conducted in real-world settings and aims to generate practical and actionable knowledge.
f. Experimental research: Experimental research involves the manipulation of variables to test cause and effect relationships. Typically, participants are randomly assigned to experimental and control groups, and pre-and post-tests are conducted.  Experimental research allows tight control of variables and is useful for studying causal relationships.
g. Survey research: Survey research uses standardised questionnaires or surveys to collect data from a large number of participants. It provides a snapshot of the opinions, attitudes or behaviours of a particular population.  Survey research allows the data to be generalised and statistically analysed.
It is assumed that a mixed method, as mentioned in c. above, is the most appropriate method for this dissertation.  This methodology should also be appropriate for the data collection and analysis techniques required to effectively address the research problem. The concept map of this research is presented in Appendix 1.











Planning 
[image: ]
The schedule for the dissertation is 24 months.  The first month is used to define the topic and plan resources.  The following month will be used to finalise the proposal and then it is planned to spend 4 months immersed in the literature review, i.e. the first 6 months will be devoted to finalising the topic, research proposal and literature review. The period for data collection is scheduled for 9 months.  In parallel, the data will be analysed and the thesis written as soon as the data has been collected.  A mixed methods approach will be used, i.e. questionnaires will be sent to NGO staff and some of them will be interviewed for qualitative data collection and analysis.











Appendix 1 demonstrates the concept map.   
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