ISSUES 
The author is currently attached to the x’s U.S. Funds’ Compliance constituting seven members that report to two directors and overseen by a Global Compliance Director. The organization structure of x is as follows: 

With the current on-goings in x, survey among employees’ shows that the management issues that is faced by the company are absence in leadership, lack of management skills, unsuitable organization structure, and communication breakdown amongst team members. 
Lack of Leadership and Management Skills 
Interviews with several team members resulted in a majority expressing that they are not satisfied with their managers’ management abilities. Some of the complaints were the absence of coaching or guidance received from the managers and the lack of recognition for the contributions that they make to the company. The employees also reported that the managers do not meet regularly enough with the employees to discuss their career development and career progression or to talk about their workload, meeting objectives and other work related issues. There is an important link between employees’ satisfaction with their manager and their willingness to go the extra mile for their manager. A small increase amongst the manager can make a significant contribution to productivity and growth. 
Unsuitable Organization Structure 
A correct management structure ensures an organization’s continued growth, content employees and profitable returns for the shareholders, whereas a wrong structure can create tension between employees and managers, allow inefficient work practices to flourish and reduces company’s profitability. In this case, x’s organization structure incorporates a flat organizational structure model, which has fewer management levels with each level controlling a broad area. Flat organizations focus on empowering employees rather than adhering to the chain of command (Griffin, 2012). Although a flatter organizational model is said to promote faster communication that makes for quicker decision (Meehan, 2012), this is not the case with x. The current structure leads to a heavier managerial workload and confusion over roles due to large number of employees reporting to one boss. Employees are overwhelmed by the workload and spend an inordinate amount of time checking with everyone in their team to make sure they are not duplicating efforts. This problem relates back to the issue of lack of leadership and management skills within the team. 
Lack of Teamwork 
x’s headquarters is located in xx, xx, while it also has offices located in various places including xx. The current U.S. Funds Compliance team members are located in three different location; xx, xx and xx. This poses a challenge in building effective teams. Based on an interview with a senior compliance officer, one of the challenges posed is the difficulty in communication. When primary means of communication is via electronic means, such as e-mail or phone, nonverbal communication cues are lost. She expressed that communicating this way has resulted in a communication breakdown, such as team members misunderstanding the intent of an e-mail message and get offended or upset by another person. Furthermore, the lack of daily interaction and a chance to get to know each other on a personal level has caused in a lack of commitment or motivation by the team members which keeps the team from functioning well. 
All of the above are the present challenges that x currently faces. 
RECOMMENDATIONS 
Leadership and Management Skills 
According to the Chartered Institute of Personnel and Development (CIPD) Employee Outlook survey, there is a reality gap between how good managers think they are in their roles and how effective they actually are. Their research shows that almost three people in ten have direct management responsibility for one or more people in the workplace, and yet just over half of employees are satisfied with their manager. One of the reasons is due to too many employees promoted into people management roles for their excellent technical skills, yet receive inadequate management training and have little idea of how their behavior impacts on others. Too many managers fall into a vicious cycle of poor management, where they don’t spend enough time providing high-quality feedback to the people they manage or coaching and developing them or tapping into their ideas and creativity, which consequently means they then have to spend more time dealing with stressed staff, absence or conflict and the associated disciplinary and grievance issues (Willmott, 2012). 
People want to be led. In the new economy, employees look to their managers not just to assign them a task, but to define them a purpose, whereas managers must organize workers, not just to maximize efficiency, but to also nurture excellence, develop talent and inspire results. Thus, it is crucial for leadership and management to go hand-in-hand with one another. However, athough a leader can be a manager, not all manager is necessarily a leader. 
According to John Kotter, managers must know how to lead as well as manage (1990). Without these, today’s organizations face the threat of extinction. According to Henri Fayol, management is the process of setting and achieving the goals of the organization through the four basic management functions, which are planning, organizing, directing (or leading), and controlling. A manager is hired by the organization and is given formal authority to direct the activity of others in fulfilling organization goals. Thus, leading is a major part of a manager's job. Yet a manager must also plan, organize, and control. In other words, leadership deals with the interpersonal aspects of a manager's job, whereas planning, organizing, and controlling deal with the administrative aspects. Most importantly, employees willingly follow leaders because they want to, not because they have to. Subordinates give the leader power by complying with what he or she requests, while managers may have to rely on formal authority to get employees to accomplish goals. 
Robert Rosen has identified eight principles of successful leaders (2008), which should be implemented by the managers in x’s Compliance team. Some of the key points are: 
* Vision: Managers need to develop the vision for the enterprise and articulate it to the entire organization as it creates a common purpose with everyone working toward a common goal. 
* Trust: For employees to trust their managers, their managers must walk the talk. The managers should demonstrate integrity in all things and avoid distorting or leaving out facts. 
* Participation: A manager’s challenge is to unleash the intellectual capacity of the organization - getting everyone involved. That makes each employee responsible for the success or failure of the company. 
* Learning: A manager should encourage training amongst employees and provide their own time to personally coach and provide feedbacks to employees. 
* Creativity: The best leaders focus on the strengths of a company’s employees and help them manage their weaknesses by creating the environment for people to experiment, take risks and fulfill their creative potential. 
* Community: Effective leaders build a sense of community through the work place. By developing a sense of community, there is a deeper sense of self-fulfillment and gratification. 
Leaders rely on followers to get things done, and leaders and followers are both interdependent and vulnerable to each other (Harter, Ziolkowski and Wyatt, 2006). The landscape of the workplace changes from generation to generation. Today, employees are no longer content to go to work in complete anonymity. Rather, they want to feel significant, stimulated and challenged. Thus, the managers in x should develop the necessary skills in leadership and management as it will not only increase employee retention figures, but will also improve their productivity as employees are more willing to follow effective leaders than non-effective individuals. 
Organization Structure 
According to Agarwal, ‘organization is the function of identifying the required activities, grouping them into jobs, assigning jobs to different holders and creating a network of relationships so that the required tasks and functions are performed in a coordinated manner leading to the accomplishment of desired goals’ (1983, p. 122). This process results in a hierarchy of responsibilities and relationships among various positions and position holders, which thus leads to the creation of the organization structure. 
x incorporates a flat organizational model, with fewer levels as compared to a tall organizational model. One of the distinct advantages of a flat organization structure is that it raises difficulty for close supervision. This forces them to delegate greater responsibility and authority to their subordinates. At the same time, subordinates are provided opportunities to take initiative and responsibility, as well as utilize and develop their abilities. Furthermore, the channels of communication are shortened, making it flow more freely with fewer misrepresentations. Another advantage is that it makes it essential for the management to emphasize on training and development among employees. 
However, as pointed out above, although there are advantages to the organizational model, the employees at x are experiencing a lot of pressure from the amount of responsibility that are imposed on them accompanied by penalties of failure. Moreover, the subordinates are finding it difficult to receive a proper advice and guidance from their superior when they need it. This model is also a disadvantage to the superiors as coordination of activities and functions are more difficult due to a larger number of subordinates. 
Based on Peter Drucker, there a few components in creating a successful organization chart (1974, pp 553-557). One includes incorporating clarity, where every part of the organization, whether division or section, knows its place in a system as a whole. Also, patterns of interaction and communication amongst employees should be such that it directs the employees’ vision not toward tasks, activities and efforts, but toward goals. Furthermore, the goals should be directed not only toward one’s own goals but also toward the goals of the company as a whole so that the achievement of the individual goal is aligned to the company’s goal. Another important component is the organization structure should allow employees to understand their own tasks and the contribution his task is expected to make to the performance of the total organizational task. This requires an effective communication to run through all parts of the organizations. Lastly, an effective organization system should allow decision making to be made at the appropriate level. 
Since executive can effectively manage only a limited number of subordinates, this leads to the creation of levels. The “span of management” (Agarwal, 1983, p 125) – the number of subordinates an executive can manage, is related to the level of hierarchy. A wider span results in fewer levels while a narrower span results in more levels. The span of management relies on a number of factors, including superior related, subordinate related and organizational factors (Agarwal, 1983, pp 127-128). 
* Superior Related: the number of subordinates a manager can supervise depends on his abilities and competence – whether he is decisive and adaptable to changing situations, supervisory style and delegation of authority – whether he can delegate adequate authority to the subordinates. 
* Subordinate Related: the kind of subordinate a superior has also influences the number of subordinates a manager can supervise. The factors are their abilities and competence to grasp their responsibilities, motivation and commitment to take initiative and responsibility and their need for autonomy. 
* Organizational: A task that is simple, repetitive and programmed will require less supervision compared to a complex and variable task. Geographical location is also a factor as if most of the subordinates are located in the same place; a manager can have a wider span of control. Lastly, the availability of a well-defined plans and policies makes it possible for managers to effectively supervise a large number of subordinates. 
In conclusion, it is clear that a balance between narrow and wide spans, greater and lesser levels and tallness and flatness of an organizational structure is an essential tool to achieve higher productivity amongst workers. Thus, x should review their current organizational structure, taking the organizational factors mentioned above into consideration, to come up with a more suitable organizational structure for the company. 
Managing Geographically Dispersed and Cross-Functional Team 
Before the days of videoconferencing, intranets, and email, teams generally needed to be in the same physical location in order to work effectively. However, in the last decade, the way the world conducts business has changed rapidly. No longer do businesses need to wait days and weeks for progress reports to arrive from remote work locations, instead, progress report can be delivered in seconds and updated in real time. New communication and technology tools have enabled individuals, allowing workers, team leaders and executives to literary see and hear associates on the other side of the globe. This has also enabled organizations to better manage and utilize resources; with such example is the rapid increase in the use of and reliance upon geographically dispersed teams (GDT). Many factors have created the increasing need to rely on GDT. Among other reasons include globalization, mergers and acquisition, downsizing, decentralization and the cost of shortage labor. Employees who are increasingly making lifestyle choices, such as reluctance to relocate to another city or country, further fuels this trend. 
Centre of Creative Leadership defines GDT as having ‘members dispersed across time and distance, who are linked together by some form of electronic communication technology, and who are only able to physically interact as a team on a limited basis’ (1999, p. 1). GDTs create unique challenges to effective task performance and the development of interpersonal relationships among the members. Separated geographically and by time, members struggle with such issues as how people interact with technology, how distance affects teamwork, and how to communicate effectively when dispersed to widely. Conflicts becomes magnified as it is much easier to hide errors and problems, sweep misunderstandings under the rug, and make erroneous assumptions when communication is made via phone and e-mail rather than in person. However, this does not suggest that the problem is inevitable. In fact, as long as team member remember to focus on the critical element of trust and alignment of goals, it is easier to GDTs. 
There are various scholar articles available that provides advice on overcoming challenges in leading a GDT. Below are some recommendations that particularly fit x’s issues. 
* Create Face Time: A small amount of face-to-face contact can go a long way in creating trust among co-workers (Ross, 2008). An initial in-person meeting, before starting work with a GDT will not only help team members interact within the context of the team and the task, but also allow for them to get to know each other. It ensures agreement around goals and the criteria that must be in place. Not only does it allow team members focus on the matter at hand, but they can also get comfortable with each other’s communication style. 
* Set Clear Goals and Expectations: Clear goals and expectations are fundamental to establishing trust among team members. Both explicit and implicit expectations and goals regarding the work must be clear and realistic (Reina and Reina, 2006). Although team members may argue over the details, as long as they are focused on the same goal, the kind of argument will not erode trust but strengthen it as they have a shared belief that they are all in this together and focused on achieving the same thing. It is the manager’s responsibility to keep the team on task once expectations and initial plans are established. 
* Establish Boundaries: GDT must have their roles and responsibilities well defined and the parameters and direction of the project clearly mapped out. By providing and maintaining boundaries, it establishes a framework of accountability in the organization, and thus plays a strong role in developing trust. 
* Encourage Mutually Serving Intentions: Team leader can help build trust among team members by sharing the attitude that they all are in the same boat and together can overcome any problems. By supporting each other’s intentions, and aligning their purposes, people’s trust in each other is enhanced. (Reina and Reina, 2006). 
Alignment of goals and trust are essential ingredients for teams to execute effectively. Achieving these two elements will result in teams devoting their talents and energies not to turf wars and deceit but to forwarding their companies goals. 
CONCLUSION 
For the past six years, x has been constantly put under the hot seat by the press, due to its poor performance and lack of leadership and direction. As evidenced above, this has greatly impacted staffs’ productivity and their motivation and loyalty to the company. Recognition of these issues should not be taken lightly by the company, for it is people who transform business. An organizational culture that endorses a fair and constructive judgment of ideas, supports confidence, rewards creativity in workplace and provides opportunities for self-development rather than adheres to evaluation, surveillance, authoritative dictates from superiors have proven to improve job performance and loyalty. On the contrary, unhealthy internal politics in the firm, fierce internal competition and lack of management capability must be abolished. When growth needs are satisfied, individuals will be more loyal to the organization, adopting behaviors that promote organizational goals that will consequently transform the business (Porter, 1974, pp 603-609). 
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