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BOUNDARY SPANNER

LEADERSHIP

According to Jeffrey et al.
(2016), Boundary
leadership can be defined
as ‘the capability to
establish direction,
alignment, and commitment
across boundaries in
service of a higher vision of
goal’ (Erns and Yip, 2009;

Ernst and Chrobot-Mason,

Emotional Intelligence

Salovey and Mayer (1990) described
emotional intelligence as "a form of social
intelligence that involves the ability to
monitor one’s own and others’ feelings
and emotions, to discriminate among
them, and to use this information to guide

one’s thinking and action".




According to Center for Creative Leadership, Leadership networking involves
developing and utilizing the networks in a way that develops partnerships and
establishes connections that support the mission and goals of the company. It is
necessary to have excellent communication skills, as well as the ability to handle
conflict and preserve relationships over time in order to establish a positive interaction
with others. As an efficient and successful leader or manager, effective and accurate
communication serve as an effective factor in the development. Efficient and
convincing communicators must be successful and compelling to gain professional
performance. It is crucial that managers and their teams know how to interact properly,
as that will not only help teams effectively achieve their tasks, but also enable
organizations to thrive and develop (Lee Froschheiser). McCauley & van Velsor
(2004) and Hilier, Day, & Vane (2006) Suggested that dynamic corporate structures
need strong coordination. Clark (2013) further analysis and review, improving the
adaptive ability of the organization structure to react to uncertainty, includes an
emphasis on the constraints of the network in which the organization is situated. The
communication network refers to the flow of information within the organization.
Information within an entity usually flows into a program, rather than a free flow.
Communication networks are normal features of the interaction between individual
and entity in which communication flows inside an institution. This means controlling,
managing the flow of knowledge. And articulated. Communication networks are

potentially formal or informal (Zink, n.d).

Researchers John Mayer and Peter Salovey (1990), Stated that Emotional Intelligence


https://www.ccl.org/blog/top-6-rules-leadership-networking/

is described as being able to learn and regulate your own emotions, as well as
recognise and influence others in the circle. A handbook written by Gill Hasson,
“Emotional Intelligence: Managing Emotions to Make a Positive Impact on Your Life
and Career” cited by Matlock (2018), has found out how emotional intelligence has
enabled people at different stages to step up and maintain their performance over time.
According to Chowdhury, EI has 5 components which includes “Self-awareness,
Self-regulation, Motivation, Empathy, and Social skills.” (Chowdhury, 2020). The
aim of this training is more focused on improving leaders and employees’ Social

Skills and Empathy.

Figure 1: The Five Elements of Emotional Intelligence

Self-

Regulation Motivation

Emotional
Intelligence

Empathy

Source: Scott Vinciguerra, Higher Education Leadership Lens, 2017


https://sunysail.org/author/svinciguerra/
https://sunysail.org/category/articles/

(=]
~ L &
” ~

/1N

Learning Plan

Michelle Wong 1912938




ll AIM & OBJECTIVES

To foster emotional intelligence
between leaders and employees by
enhancing the ability of the leaders.

AIM/TOPIC

Developing deep network with
better communication skills -

Recognising facial expression ﬁ
I To recognise emotions in others,

I I responding to those emotions in order
to inspire high performance.

Have the ability to recognise the
consequences of behaviour and weigh
decisions before action.



Developing Deep Network Employers and Employees

TBC 30 Minutes 12

Developing deep network with better communication skills - Recognising facial

expression

€ To foster emotional intelligence between leaders and employees by enhancing the
ability of the leaders.

€ To recognise emotions in others, responding to those emotions in order to inspire
high performance.

€ Have the ability to recognize the consequences of behavior and weigh decisions

before action.

The activity will be held in a medium presentation room in the organizations’

building.

CABARET

oYe.
O ©Og° €50
oY
OF% €50

S EVENTS

Audience are seated around the tables utilizing revolving banqueting chairs. Half
tables are often used instead of the cubes. The tables are spread around an area for the
stage or show. The seats at the head of the table should be withdrawn in a business
environment such that no-one has their back to the action and tables can be positioned

to the center. This arrangement is especially helpful for activities including




presentations or involving group work and facilitating networking (EventMb, 2017).

The session assumes some previous knowledge of the five elements of the Emotional
Intelligence. Specifically, the learners should be familiar with the other three elements

which is Self-awareness, Self-regulation, and Motivation.

There are no known hazards for the learners from completing any of the learning

program based activities.




1 min

Welcoming and

introducing the topic

Introducing and explaining what
is Emotional Intelligence and
Communication & Networking

Projector
screen,
projector and
PowerPoint

slides

5 min

Ice-breaking

Activity: Truth or Lie

This is one more great idea that
can be used as a funny,
networking game for corporate
events. The main condition:
event attendees have to tell the
group two things about
themselves, one of which has to
be true, the other a lie. Those
who know their teammates the
best get the titles of Company
Spies.

15 min

Practice
Communication and

Networking

Activity: Role Play

€ Assign them to discuss what
are the major
communication and network
issues happening in the
organization.

€ Form a group of two and
give each group a specific
role to act. For example,
group A is assigned to act as
a rude, direct and insulting
manager in giving feedback
to an employee. While
group B will act as an
employee who will respond
with anger and ignorance to
change.

€ Participants will have to
choose who will play the
specific roles.

& After the act, let the
audience objectively points




out their opinions of what
they have seen and how
they think about the scene.

€ Finally, discuss about the
solution of how to solve the
problem and how it should
be done.

5 min

Self-Evaluation

Group Discussion

Finally, discuss about the
solution of how to solve the
problem and how it should be
done.

a. Did this activity help you to
know your team members
better?

b. Did it help explain
certain behaviors and
actions of co-workers?

c. Would it be helpful to
share some personal
information with those
that we work closely
with?

d. Did this session help
clear up some of the
misunderstandings
between team members?

3 min

Recap Learning

Recap learning via Kahoot!
by asking questions to test
all the learning objectives.

Screen
projector, a
projector,
Kahoot log-in
website.
Devices that
can connect to
the internet is
needed for this
session to
access Kahoot.

1 min

Conclusion

Q&A

Closing the session by
answering some questions
and thank the learners for
their participation.
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Il | EARNING THEORY

Andragogy Learning Theory

Knowles's theory of andragogy is ‘a
constructivist approach to learning
that involves facilitating adults to draw
on their experience and so create
new learning based on previous
understandings.’ (Cox, 2015)

Experiential Learning Theory

‘A common usage of the term defines it as
a particular form of learning from life
experience, often contrasted with lecture
and classroom learning.” (Kolb & Kolb,
2017).



lll earning Techniques

[ J
Lecture

‘A structured presentation to convey

required information.” (Zhang et al.,

2014).

°
Role Play
‘Trainees enact a role they may
have to play at work.” (Zhang et
al., 2014).
---------------------------------------- . -----"‘--~_

Group Dynamics

‘Trainees are put into groups to
carry out a simulated exercise
and behaviour is examined, for
example, group decision-making,
intergroup  conflict, intragroup
communication.” (Zhang et al.,
2014).

‘Developing a person’s skills and
knowledge so that their job
performance improves, hopefully
leading to the achievement of
organisational  objectives. It
targets high performance and
improvement at work and usually
last for a short period and
focuses on specific skills and
goals (Gold et al., 2010)’

Coaching

~.
\
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3.1 Learning Theme

Developing and managing an effective network are essential skills in a complex
leadership context. Cullen, Palus and Applaneal (2014) find that leaders could get
benefit from a quality network with new knowledge, resources, feedback and
information, which support leaders to respond to the turbulent external environment
through establishing the connection with agents (Tremblay, 2012; Catherine et al.,
2017). Willurn and Cullen (2014) further review and discuss an effective network
should be open, diverse and deep, which could help the organisation to form a more
comprehensive, innovative and impartial perspective of the issues (Burt, 1992; Cross
et al., 2008). Therefore, the focus of the learning programme would be to learn the
knowledge of emotional intelligence in terms of empathy so as to support leaders to

establish a deep network with others.

According to Rosenberg (2001), ‘learning’ can be explained as a process whereby
self-direct to acquire new knowledge and skills, and it is different from ‘training’ in
which is the lecturer-centred intervention (CIPD, n.d.; Sloman 2005; Zhang et al.,
2014). Thus, the expansion of activities in this learning programme will be based on

the andragogy learning theory and experiential learning theory.

Andragogy learning theory could help the trainers understand the learning
characteristics of the adult learner group so as to better design the appropriate content
and learning intervention. The theory still has general applicability even if it can not
represent the characteristics of all adult learners (Newton, 1997; Mood, 2004),
meanwhile, the target audience of the learning were adults who had already worked
for several years with own working experience. Furthermore, the experiential learning
theory is also included in this learning programme as a methodology to guide the

activities process.



The learning programme will be as learner-centred as possible, which enabling more
interaction within the class and engages the active learning of learners. Deslauriers et
al. (2019) demonstrate that students would obtain more outcomes in actively class
than in a passive lecture environment. In addition, Shackleton (2009) also highlights
the significance of ‘individual’ in learning, that is, people’s memory is related to
‘personal’ meaning, and the learner-centred environment could help students to

deepen their experience so that better transfer the knowledge into the real world.

3.2 Andragogy Leadership Theory 200

The andragogy learning theory was developed by Malcolm Knowles (1980), which
embed adult learning theory in andragogy and it has been defined as the ‘art and
science of helping adults learn’. The heart of andragogy is the person concerned,
experience-based, and collaborative relationship. Carl Rogers (1994) has developed
the theory of facilitative learning. The basic premise of this theory is that learning will
occur by the educator acting as a facilitator that is by establishing an atmosphere in
which learners feel comfortable to consider new ideas and are not threatened by

external factors (Dunn, 2002).

According to Knowles (1980), there are five principles of andragogy learning theory,
which also are assumptions adult learners, as shown in figure 2, i.e,
‘self-concept/self-directed, have experience, ready to learn, problem-oriented,
internally motivated’.

Figure 2 - Five Principles of Andragogy Learning Theory



Problem-
oriented

Self- Have
directed experience

Adult

Learning
Principles

Ready to Internally
learn motivated

Source: Knowles, 1980

3.3 Experiential Learning Theory 200

Definition

Figure 3 - Model Experiential Learning



Active

Concrete
Experience
Experience/Feel

Experimentation .
Act/Do/Apply/Plan Reflective

Observation

Reflect/Watch/Observe

&

Source: Kolb, 1984

Abstract
Conceptualization
Think/Conceptualize/
Generalise

3.4 Learning Techniques 400

As shown previously, the learning programme are constituted of lecture, coaching,

role play and group dynamics.

3.5 Assessment and Evaluation of Learning 200
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Il Cooperative Process

Divide the work before we start, each
person will be assigned appropriate 2000
words.

Discuss the information/ideas that we

want to include in the individual’ s section

Check each others process via Google

Document during working

keep communication throughout
cooperation so that we can inform and
discuss any changes

Re-check the whole learning plan to
ensure it is fluent, meanwhile, proposing
own recommendation on the content of
each others.

practice the learning plan



ll Contribution Summary

Ziping Wang

€ Responsible for Justification

€ Integrate and modify the
introduction and learning plan

€ Searching and reviewing
literature

Jiaxin Li
€ Responsible for slide package
€ Searching learning games

Michelle Wong
€ Responsible for learning plan
section
€ Searching learning games
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