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Introduction
Written by Zein Alkargholi


It's everybody's expectation to be led and lead at some point in life. All great leaders have a passion for building, marketing, developing and leading an elite team in achievements of certain goals (Muthuri 2009, p80). As such, they influence, guide and direct the behaviours and works of all the members towards the achievements of all objectives. Also, leaders motivate their subordinate to ensure that they are effective and focus on results. For instance, feed a Child is a project initiated by six members located in Swansea. Notably, every person is unique and brings in his/her strengths and weaknesses to the team. Therefore, the leaders in every stage of the project must be involved in the allocation of duties so that each person is given a role that suits them most (Sudweeks & Simoff 2005, p108). For instance, in the project feed a child we divided ourselves as a group in that some concentrated in marketing, making blogs and others are good at collecting donations and campaigning fervently for the project. It's essential that every individual is given a role in which they feel comfortable and can utilize their strengths and creativity. Leaders who have the competence and ability to select teams effectively have a high possibility pursuing every agenda they set and be successful. 

Leading individuals and teams effectively
1. Background /Outline of The Project

Written by Zein Alkargholi

Feed a child is an ongoing project that aims at collecting food and essentials for the less fortunate children all over Swansea. The project has two main agendas. First is connecting with like-minded people through inspiration and secondly, the organization works with other philanthropic groups in the collection of food for children. The project started by MP Carolyn Harris after recognizing that children were facing a major problem as a result of malnutrition. As shown in the blog post, a child dies every six seconds due to malnutrition with 50% of the world's children being underweight. Additionally, there are about five million who die annually as a result of malnutrition and the rest that survive have stunted intellectual and physical growth due to lack of vital nutrients. Consequently, feed a child is a philanthropic organization that fills the gap with the aim of reducing the consequences of malnutrition which include, weakened the immune system, decreased learning capacity, anaemia, growth stunting and infant mortality (Schneider and George 2011, p70). The team collects money through donations whereby a person can gain access to the top inspiring authors and donate less than two pounds. Therefore, the more people there are, the more contributions there will be to the charity work. For instance, while other teams were working outside the university premises, students were carrying out campaigns around the campus. On the other hand, there was a collection box placed at Guildhall in Swansea where people placed their donations. The Guildhall Swansea was steered by the chief executive Phil Roberts where he reported on the progress of the teams.

Feed a child works closely with other projects and teams like the Mr. X Appeal teams which work on giving Christmas gifts to children throughout Wales. The name or project was born 58 years ago which works on the principle of giving gifts only. Under Mr. X appeal people purchase gifts and drop them at collection points. Teams are organised from diverse working environments, and any individual can hold the name Mr. or Mrs. X Appeal. As such, businesses through their outlet promotions made requests to their customers to bring an extra gift to charity. The local newspaper was involved in advertising of the project in Swansea in which all gifts would be collected. Volunteers and people at the Sorting Centre were responsible for collecting, sorting and delivering the donated gifts. The teams worked closely with businesses that allowed their premises to be a collection point for the presents making it quite easy to make deliveries. More gifts were collected at UWSTD university premises where students, staff members, and lecturers donated graciously. Both projects rely heavily on the social networks in campaigning for the project. Facebook and blog posts have been the most used medium for conveying the objectives and objects on the progress. To achieve such objectives, the organisation must incorporate all the aspects of management and leadership (Gill 2009, n.p). The main factors to consider include motivation and perception, group and team behaviours as well as individual differences, diversity, and inclusion. 

The project has been established as a way of giving back to the society and enabling the underprivileged children to have a decent lifestyle and encourage them to pursue everything they would want to achieve in life. The importance of such a project is in the impact it has to people especially the children (Fox et al., 1995, p80). Every human life needs hope in despair. Food is a basic commodity for human survival. Therefore, the millions of people who lack food and other essentials need humanitarian aid. Nevertheless, the governmental bodies that deal with food relief and other social benefits to such people may be limited in helping all the needy people within the country thus the project is created to aid and fill in the gap that such organizations cannot satisfy. Additionally, the projects have an impact on the like-minded people through inspirations from books they read while donating the two dollars. On the other hand, the organisation is set as an example to all the communities around the country that under any circumstances people can come together and solve the basic problems that children face. As seen the project is made up of teams and every team has a specific responsibility. Each team has a leader who organises and delegates duties and the program regarding the activities that will be carried out. As a result, more groups and teams in other areas within the country will be created to campaign for the project and hopefully achieve the goals of feeding each hungry child.

2. Individual Differences, Diversity and Inclusion

Written by Davood Abbasi
Leading individuals and teams effectively require understanding of everyone's uniqueness. The project feed child is not biased to one group of people. Everyone is welcome regardless of their sex, intellectual ability, physical ability, career, colour, region, social-economic background and age (Mohammed & Angell 2003, p653). Conspicuously, one aim of the project is to connect people from all over the world provided they are like-minded which means that the teams have people from all walks of life (Miller 1998, p158). Nevertheless, all the people have differences probably in the manner they approach and implement ideas. Perhaps the most important thing for any leader is in managing and ensuring all the teams are well represented to ensure equity and equality in carrying out the responsibilities (Barrick et al., 1998, p377). Reading the blog posts (www.feedachildswansea.wordpress.com), one can only conclude that all teams were successful since they welcomed their differences and focused on their strengths to achieve the goals. For instance, the group of which I was part of, had people with different personalities but had to work together with the aim of creating awareness and collecting food. Individuals who were more conscientious and had high emotional stability were given the role of team leadership (Chatman & Flynn 2001, p960). Indeed, much of the success could be attributed to their leadership skills since they were focused on details, dependable and highly organised in ensuring that every day we made a difference. The resilience and calm personality in some members were comforting even when there was little or no contributions in some of the collection centres (McCuiston et al., 2004, p79). Fortunately, the majority of the people expressed openness to the new experience of conducting campaigns throughput using any medium. Openness is a crucial personality especially when people are exposed to new challenges and responsibilities. Nevertheless, the project feed a child was warmly welcomed by the majority. Nonetheless, it's not every task that was collected with openness. For instance, some people are introverts while others are extroverts. Individuals who are naturally social and aggressive in approaching tasks are best suited for campaigning and explaining the objectives of the project. This is not to say that introverts cannot explain anything. In fact, introverts are good listeners and can easily illustrate and give reliable answers to any question asked by willing donors. 

Personal differences range from an individual's abilities to do something to one's intelligence. The main difference between the two is that the former is shaped by the environment in which a person grows in whereas in the later is naturally obtained (Jackson & Joshi 2004, p700). The two individual differences are vital in any working environment. A leader must be very efficient in employing the two qualities in any team to enhance their performance. While working in team's different people expressed different abilities and levels of intelligence in carrying out the roles. One member was good at designing the flyers, others in writing the blogs and carried out on campaigns in the school campus. Success of a team is based on how perfect all the individual differences are integrated together. On the other hand, there are other important individual differences such as the ability to motivate oneself, regulation of moods, delayed gratification and impulse controls which are categorized under emotional intelligence (Jayne & Dipboye 2004, p420). In any working environment, there will always be challenges that cannot be solved critically but requires this kind of intelligence. For instance, it's not everyone who buys in the idea of helping people. At times people leave negative comments on the blogs regarding the campaign on donation of food to the less privilege which affects the emotions of a person. Some team members may not be willing to co-operate which can substantially affect the outcomes of the groups agenda (Franz 2012, p111). However, all member with emotional intelligence can easily handle the differences among the people and motivate them towards the achievements of the goals (Hobman et al., 2003, p314). they understand and recognize other people's emotions and is empathetic about the situation. Generally, EQ is the components that keeps a team solid.

Individual differences are further broken down into emotional intelligence competence models which include, relationship management, self-management, social awareness, and self-awareness. For a team to work effectively, all leaders must be able to enforce teamwork and collaboration. Unity is power, and in a project, like feed, the child requires people to come together understand their differences and work towards achievements of the goals. Managing these relationships also demands inspirational leadership that has a positive influence. Some people are optimistic while others are pessimistic. Nonetheless, people with the later self-management attitude are more effective in carrying out tasks. For instance, feed a child is 100% dependent on donations. However, people cannot be forced to give if they are not willing. Therefore, it takes a person to have a broader vision and acknowledge that all will be well. Remarkably, the agenda of the project has been successful for the past few years, and there is an expectation of more success in coming years. Confidence is a key ingredient for success. Nonetheless, it's not every individual who has self-confidence, but this does not mean they are deficient in other important abilities. However, that sense of self-awareness is very vital in any working environment since it is the driving force towards the objectives of an organization. Fortunately, the leaders of all teams seemed to possess this quality which is attributed to the overall achievements. Lastly, is on social-awareness which incorporates service orientation, organizational awareness, and empathy. The creation of feed a child is based on empathy and the desire to serve. People who have this kind of intelligence are at a better chance of succeeding in anything they chose to pursue.

3. Group and Team Behaviours
Written by Ahmed Alrubaye
A group or a team is a number of people with a common agenda, a shared purpose and act as a unit. Feed a child is a team of six in Swansea with an aim of creating awareness towards the contribution of food and basic needs to children in Swansea. As such, every individual's contribution is complimentary towards the overall success. The most important thing about working groups or teams is in collaboration. Additionally, the concept of interdependence must be incorporated in the teams since each individual has a unique and different ability from the others (Jansen et al., 2008, p1000). However, there is a minor difference between the two words in terms of spirit, style, perception, leadership, selection and size (Anderson & West 1998, p240). With regard to spirit, there is togetherness in persecution of opponents in a group whereas there is a dynamic interaction in a team. The style in which the teams operate involve role spread co-operation whereas in a group there is convergence conformism and the perception is more on the leaders as opposed to mutual knowledge and understanding in the team. A group may not have a limited number of people but a team has a limit hence feed a child is a large group with small team components. On the other hand, feed a child is an informal group but its operations are similar to that of a formal group. For instance, the main role of the project is serving the social and psychological needs of people. On one hand the members are inspired through study of inspirational literature from the books but on the receiving end are children who are less fortunate. The description suits an informal group however, the organisation has a formal structure and is governed by specific goals and are mainly concerned with coordination of the works. 

Companies, organisations and business enterprises form groups and teams for certain reasons. To begin with, working as part of a group brings in the sense of status, identity and belonging thus one feels appreciated as an affiliate of a certain program or project. This generates a desire for partnership and interdependence among the members furthermore, when people work together as a team there is mutual support, understanding, and companionship. Secondly, people working in groups are likely to succeed since everyone brings in their best qualities, creativity and innovative methods of doing tasks. Additionally, some tasks are better performed by groups as opposed to individuals (Tayeb1994, p440). For instance, in the project feed a child one lady was very active in making flyers, posters and made a video which went viral thus contributing to our success, while others were good at writing blogs. All members were tasked with collecting all the donations from collection points while the drivers were very active in taking the collections to their designated destination. Therefore, when people come together, they can share responsibilities amongst themselves based on one's abilities thus success is inevitable. Teamwork increases the competitiveness of an organisation in that people can take advantage of technology advancement (Cacioppe 1999, p327). For instance, by use of blogs and social media to conduct campaigns millions of people were reached which added to the overall success. On the other hand, there is improved productivity and quality of work. 

The behaviour of a team is dependent on the goals and set standards. To be successful communication is key and all the team leaders who can use both verbal and non-verbal cues are effective in giving directions and solving internal conflicts among the members (Haslam et al., 2000, p330). Supportive of diversity is also a crucial component of team behaviour. Culture and social backgrounds are some of the factors that make people diverse in the manner in which they reason. Since feed a child is a no one cultural project leaders must be very smart in ensuring that everyone does not feel discriminated or left out in making group decisions. Researches show that organisations that are more diverse are more successful compared to others because there is a lot to learn from each other (Guzzo & Dickson 1996, p320). Every culture has its unique values and greatness and which can be integrated for the success of the group. The difference between poor and great teams is based on how they play together. As such, the team operates on we mentality as opposed to me since a team can go far together. Additionally, every team shares certain roles which help the members to interact effectively with one another whereby there each member is expected to express particular strengths and allowable weaknesses. Individuals can, therefore, assume roles as monitors and evaluators, shaper, co-ordinator, resource investigator, implementers, team workers and finishers. Certain people feel comfortable carrying out certain tasks while and can overlook and avoid some activities they do not enjoy. On the other hand, there are individuals who are gifted in coming up with new and innovative ideas but are poor at implementing them. At times, they lack the knowledge to work out the details, but someone else in the group might have the skills, technology, and knowledge to make the ideas work for the group. This means that no one is perfect and that's why people must work in groups to achieve the goals of an organisation. Feed a child is a large group of people from diverse working environments. Some of the people are employees, business owners, and students. 

4. Leadership

Written by Thamer Alkargholi

The thin line between and failure of a company or any organisation lies I leadership. There are many deferent types of leaders. "One does not manage people…the task is to lead people. And the goal is to make productive the specific strengths and knowledge of every individual." (Drucker 1995, p57). Feed a child project would not have been successful without authentic and inspiring leaders. Leaders lead people as opposed to managing the employees or members of an organisation (Armstrong 2016, p102). One of the important questions to ask is what force drives the volunteer workers. Well, every organisation is governed by a specific vision and mission. Volunteers are not paid but are driven by a sense of satisfaction in what they do. People who have the responsibility of directing people, planning and strategizing in any organisation must, therefore, do so using the concept of job satisfaction as opposed to labour in exchange for a pay check. Therefore, from the leaders' point of view the employees cease to be subordinates and become knowledge worker and associates to the organisation (Buchanan & Huczynski1997, p100). When an feel appreciated and needed in carrying out a project he/she commits his time towards the achievement of the goals. The outcome is an increased quality of work and high productivity. It's the role of a leader to motivate the associates within the organisation through proper leadership skills (Mullins 2007, n.p). Perhaps the question to ask is what is the difference between the leadership and management since they both are related? On one hand, 
management involves a systematic way of causing people and technology to become proficient in productivity while leadership revolves around the creation of all the systems and finding opportunities which can be improved (Moran et al., 2014, 198). In a perfect leadership, there is the creation of a vision, a mission and the strategies to achieve them making it of vital importance in all the organisations.

A leader develops and is change oriented. Feed a child and its close associates like Mr. X Appeal were created by a small number of people some years ago. Nonetheless, the two philanthropic projects have grown and kept growing due to the good leadership offered by the CEO. One of the things the leaders have managed to do is to create a mentality to the members on working for satisfaction. Creating awareness and making donations out of empathy is very fulfilling. Great leaders are good communicators and authentic at what they do. Notably, every information regarding all the activities that we needed to carry out at any given time was given with clear instructions, and they would later give immediate updates on the overall progress of the whole campaign. 

There are many styles in which leaders can lead people. Bureaucratic leadership is based on the position of every individual within the organisation. It follows a hierarchy system of roles, responsibilities and duties. The workers at the lower level are guided on the principles and rules set by those above them. This system is very easy to manage since the information follows a systematic channel to every associate. On the contrary, the systems face some drawbacks since employees and staff members on the lowest level cannot express certain ideas directly to the senior executives (Rees & Porter 2015, p82). They must follow a given protocol to convey the message and if it fails at one point in the link then it will never be implemented. such leadership style would not work on the project feed a child since the organisation is made up of teams and groups that are interdependent. Innovative ideas, creativity and diverse techniques of ensuring success are the most required ingredient for its success thus the style would be a shield to new ideas. Visionary leadership is essential when introducing something new; an idea, a concept, new technology or even a strategy. Such as s style give the employees a clear outlook on the future. Leaders using this technique must commit themselves to enlightening their associates and creating unity among the teams in helping the organisations achieve the objectives. On the other hand, affiliative leadership is crucial in helping all the associates work as group and teams to achieve. An affiliative leader helps the staff members to reconnect with their peers and organisation while nurturing the working place morale. However, every employee or member in the project is held accountable on their roles in the building of the project. This style of leadership was applied in the organisation where the leaders focused and encouraged the people to work as a unit and even when the morale was low the leaders contributed in motivating the associates that it's not in vain that they are doing something (French 2015, p100). 

Pacesetting leadership is based on the setting of targets in which all the members of the organisation are supposed to achieve. For instance, so many children are malnutrition, and others die due to the same cause on a daily basis. Since the group works on donating food, the leaders could have decided to set targets in which all people should meet. However, this kind of leadership would not be satisfactory since some people would have lost morale if they did not meet any goals (Stroh et al., 2001, p69). This style uses a performance-based method to measure success. A person is, therefore, deemed as successful based on the number of units he/she has produced. Even though the success of the group was based on the quantity of goods that would be raised it was barely a one man's job but a groups effort. Leaders working for organizations that rely on promotions rely much on this style of leadership. Commanding leadership involves dictation of directions from the leaders without explanatory. The method is similar to autocracy where decisions are made by the management, and it's the role of workers to work them out. In the project feed, a child the leadership style would drastically fail. Firstly, the organisation relies on donations for success and people volunteer to ensure all the roles and responsibilities are carried out effectively. Any authoritative command from the leaders would demotivate and kill the morale of team members thus the end would be a failure (Robbins et al., 2010, p97). Lastly, is the coaching leadership whereby the leader is committed to honing of the member's skills and talents with the aim of developing and improving their expertise and experience. The success of the method is based on the understanding of every member's weaknesses, strengths, motivations, and inspirations. This method was applied in the organisation especially by the team leaders. People were more productive since their morale was high and were given roles that suited their strengths and allowable weaknesses.

5. Motivation and Perception

Written by Saghar Abed 

Motivation and performance work hand in hand. A motivated employee, staff and leader has a high likelihood of yielding the desired results. Different businesses and organisations have different ways of motivating people (Mumford et al., 2002, p736). There are those that focus on giving psychological rewards while others give added benefits, good working conditions and financial rewards. Nonetheless, different people are inspired by different things and work perfectly under certain environments. Some of the theories that have been discussed regarding motivation are based on psychology, safety, social belongingness, esteem and self-actualisation (Aguinis & Kraiger 2009, p460). On the other hand, workers always expect to be awarded with something after completing a task. Since performance is seen as a behaviour individuals have certain preferences from their behaviours which differs from others. It's the role of the management to determine the best schemes to motivate or reward the employees in the organisation.

Under vroom's theory of motivation, the employee expects that every effort he/she gives in any job yields an acceptable performance which results in a valuable reward (Shalley & Gilson 2004, p40). This perception in one way gives the workers a lot of morale while carrying out the responsibilities bestowed on them. On the other hand, Adams equity theory argues that work in should be equated to work out. Every input; personal sacrifice, heart, and soul, reliability, commitment, integrity, flexibility, tolerance, loyalty, ability effort and time must be balanced by what one gets from the job. For instance, one expects to get enjoyment, praise, reputation, recognition, development, interest, security, benefit perks, bonuses and pays. As noted, work is compared and calibrated to a certain measure. Charity and all philanthropic activities have their reward as enjoyment, recognition, a sense of belonging and satisfaction. There is a psychological attachment connected to work input since people feel appreciated when they can freely express their thoughts and creative ideas in an open forum. Organisations irrespective of whether they are profit or non-profit ought to understand what motivates individuals since it helps them to use strategies that result in high performance. For instance, if an employee perceives that when working in a given company he/she will have the opportunity to develop and grow other areas then the perception affects his behaviour and is likely to perform highly (Adair 2009, p113). Additionally, organisations that allow involvement of people at every stage of operation affects the behaviour of employees since they have an opportunity to express their thoughts which eventually results in success. 

Notably, feed a child project Swansea provides a forum for all the members to voice their ideas and creative techniques that can be used in the creation of awareness. Those using blogs are motivated by the positive responses, likes and comments while those collecting donations are inspired to work fervently by seeing the increasing amounts being contributed (Clark 2003, p27). The project had only on lady who actively took part in motivating all the members. In addition, she was made the flyers, the posters and also organised an event in UNIT NINETEEN to create awareness about the objectives of the group to other people. This was very encouraging since she was able to entice so many people in contributing their resources towards the group. There are factors that result in a reduction in motivation as argued by Herzberg's hygiene factors which are independent of the work itself. Some of them include; peers, subordinate, relationship with supervisors, quality of leadership, working conditions, organisational politics and job security. The listed aspects cause dissatisfaction and demotivation among the employees. For instance, internal conflicts among the members of a team can slow down the rate of performance one of the conflicting parties might feel demoralized working around the other. Poor relationship with the supervisors means that there will be a communication barrier and workers working under supervision might feel undermined if their supervisor does listen to their concerns and needs. On the other hand, poor working conditions like extended working hours, low wages and denied opportunities for self-development may also cause dissatisfaction (Lunenburg 2011, p4). Poor leadership especially those involving autocracy and commands have a poor impact on the employee's motivation (Gully et al., 2002, p819). Leaders who do not understand that employees are associates and treat them as servants kill the morale of the people thus their behaviour is changed, and as a result, there is a low outcome from what is expected. 

Organisational politics too leave behind a very disgusting feeling towards some employees. Every organisation has old and new employees. As such, there is a system that people are used to, and they would rather not change it since it favours them (Lunenburg 2011, p2). Changing the status quo by any new worker or leader is seen as breaking a norm and majority might feel dissatisfied especially if it does not favour their interests. Other issues that demotivate employees is talking behind someone's back and blackmailing of employees. It brings a sense of not belonging and can lower one's self-esteem and confidence affecting their morale. The success of the project feeding a child was accrued due to a deep feeling of belonging among the team members which caused people to devote themselves to campaigning fervently. The six members had a common goal and listened to each other attentively to ensure we achieved our goals. The only lady in the group was the pillar that joined us and kept our spirit high even when we received little donations at times.
Conclusion
            Written by Saghar abed 

Leading individuals and teams effectively is a task that requires a lot of knowledge since employees are led as opposed to managing them. Feed a child is one of the philanthropic groups in the UK with the aim of creating awareness and donating food for the less fortunate children in the country. The group is made up of individuals from different backgrounds and working environments nevertheless, the success was accrued from appreciating the diversity and acknowledging everybody's abilities. Since it's a large organisation, people were organised in groups in which tasks were divided based on one's ability. Working in groups is crucial since people are best suited for what they do best, and it offers an opportunity to learn from one another. However, the whole project would not have been successful without great leadership. Coaching, affiliative and visionary leadership styles were used to lead the teams as opposed to autocracy which demotivates people. The feeling of belonging and opportunity to grow and develop new skills was the sole motivation of all the affiliates of the project.
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