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Instructor Assigned Essay or Project

1. Write a 5-page essay addressing the following:
a. Select a social issue or problem relevant to your profession. Write a clear introduction.
b. Develop a problem statement related to your profession. Your problem statements should be written in your own words and particular to your original research topic. A citation should not be included in the problem statement, but the problem should be supported with relevant citations in the following sentences and paragraphs. For example, The problem is [state the problem concisely] among [name your participants clearly] in a [state the scope/delimitation/boundary of your study]. The problem must actually state a problem and how it affects the target population.
PROBLEM STATEMENT:
* The problem is members of a church committee are experiencing a stalemate in decision-making due to interpersonal conflicts.
WHO is experiencing the problem?
WHAT is the problem?
WHY might it be happening?
c. Craft a potential research question for your upcoming Action Research Project:
RESEARCH QUESTIONS:
* How can a training workshop in effective communication strategies reduce interpersonal conflicts to improve decision-making for members of a church committee?
WHAT is the nature of the intervention?
HOW will the problem be mitigated?
WHO is will the intervention benefit?
WHAT is the expected outcome?
d. Propose a clinical sociological intervention to address the problem. What would the intervention look like? How would you deliver it? How would you evaluate its success?
b. Address the topic of the paper with critical thought.
c. You should develop a succinct conclusion which restates the purpose of your paper and summarizes your main points.
d. Use a minimum of eleven scholarly research sources (two books and the remaining scholarly peer-reviewed journal articles).
e. Include References in APA 7th edition format.



Clinical and Applied Sociology  - Essential Elements

1. Applied Sociology and Sociological Practice
2. Clinical Sociology
3. Sociological Interventions
4. Applications for Sociological Research



Problem statement

The Problem is mid-managerial employees of Department of Defense (DoD) divisions are experiencing aimless conduct in the workforce environment, due to a loss in qualified regular management officials (RMO) the mid-managerial levels effective leadership talent and mindset. 




















Department of Defense has natural, built, and social environment intervention support for safety. These directives and needs supervised by an often-toxic triangle of regular management officials (RMOs) when not accomplished, allows for financial disruption of DoD workforce sustainability and well-being factors required to govern organizations.  Social determinants framework and safety of local leaders, policy makers, and organizational change-makers by RMO’s should be to strengthen connectedness. The Foundation for Social Connection (F4SC) is leading US organizations focused on addressing the crisis of effective leadership disconnection, for workforce health inequalities, like very much embedded in DoD system’s contextually. 

RMO well-being is costly and Organizational Injustice (OIJ) has an estimated yearly cost of up to $200 billion, with around 69% of supervisors reporting being victims of such behaviors. (Ahmed, 2024) Leadership research sites adversely gossip, disparagement of others’ viewpoints, also layers into the strife among coworkers, with the Machiavellianism atmosphere encouraged is one of the items that is highlighted as a motivator for employees to participate in deviant behavior. (Zheng, 2017)

The problem is mid-managerial employees of Department of Defense (DoD) divisions are experiencing aimless conduct in the workforce due to loss in qualified regular management officials (RMO) at mid-managerial levels affecting leadership talent, due in part to stressors daunting RMO’s mindset. Quality Control seminal Arthur, W Edwards Demin’s, writes, “system under which people work account for 90% of the failure.” (Tsutsui)

Therefore, this essay garners the Social Interventions addressing social support and safety needs is key to organizational integrity and to improve competences of system effectiveness and abilities, led by RMO’s remains the environmental stressors. Solutions for effective leaders to know, are how to set intentional boundaries, improve identification of motives and accomplish self-leadership, self-discipline, and self-monitoring of emotional exhaustion impacting competences and deficiencies.

Effective leader employees are in constant transition, with 21st Century workers shift from the static Civil Service Retirement System to the portable Federal Employees Retirement System. This mobility contributes to the server shortage of government acquisition professionals as Federal employees move more easily to the private sector. DoD knowingly or unknowingly, has really devalued the strength of the workforce and the Nation, present and future without continuous consideration for review from many measured rigorous empirical scrutiny studies on RMO work product outcomes and mid-manger retention or attrition. Stop-gaps to RMO’s competency levels must be strengthened in OPM policy guidelines. 

The stress of ineffective ROM’s is even more evident in 2025 globally and locally in America. (Clinton) Private and public sectors, halls of faith and community volunteer groups are focused on addressing this challenge and meltdown need for effective leadership. Restoration of effectiveness response for authentic constructive leadership well-being responsibility in our natural, built and social environment must also be captured in the Applied sociology and sociological practice. In the book Leadership for challenging times, Arthur Gurr, shares. “Leadership has always been more difficult in challenging times.” (Gurr, 2020)

Effective leadership justice will have a ground-swell impact on the intercultural system phenomena and continues to be passed on, ineffectively. Competencies must be adaptive, trained and must be taught. Seminal Arthur states, “In order for quality promoting endeavors like change, improvement, and reform to produce a transformed education, several assumptions shall be indispensable.” (Mineu) With Environmental, Social and Governance (EGS) principles and measurables that govern corporations like those listed above stressors may be diffused.  “Gallup believes ESG’s are a good thing that world leaders need, or they have no way of auditing societal progress. These metrics help leaders run a better world. ” Clifton and Harter, states,  “ ….. Combining strengths and wellbeing at work is potentially the most transformational treatment yet in the urgent pursuit of resiliency, mental health and ultimately, net thriving.” (Clifton, J., & Harter, J. (2021)).


Seminal Arthur of self-leadership Neck writes, “...self-leadership is a normative model of self-influence that operates within the framework of more descriptive and deductive theories such as self-regulation and social cognitive theory”. (Neck, 2006) The self-leadership problem may be addressed to the RMO’s. But they must learn to hire and develop human flourishing skills to see or keep competent talent, that is effective for the position. Arthur, Peethambaran, states “… the unraveling of the black-box mechanism between high-performance work systems (HPWS) and multifaceted well-being construct, flourishing-at-work (FAW) must take priority for the manager’s practical position. ”Peethambaran, M., & Naim, M. F. (2024). 

In the introduction to his article author Ahmed states, “counterproductive work behaviors (CWBs)” exhibited by employees can negatively impact the competitive posture and overall success of their institutions. Intentionally harming the organization, its members, or both, are the goals of these actions. (Miao, 2020 and Zhang, 2018) Such actions include verbally abusing coworkers, physical harms, taking overly lengthy breaks, leaving work early without authorization, and publicly embarrassing others. (Bennett, 2000)  CWBs have the potential to negatively impact both the employer, resulting in decreased organizational effectiveness, and the individuals affected by these behaviors, including their professional well-being (Moore, 2012 and Cohen, 2016) On the other hand, employees who use these strategies endanger themselves and their employers if their unethical behavior is exposed and penalized (Azeem, 2021 and Hussain, 2016) To avoid counterproductive work behaviors (CWBs) the RMO’s look for a person to employ with unique capabilities unlike their own, this will support the RMO’s expertise gaps. Single handedly, the RMO/hiring official has caused immediate teaming and accountability with work output.  RMO’s must hire competency that adds value to the organization for the long-term economy. RMO’s add value to the DoD when they hire individuals who mediate the role of organizational engagement in the bind between human relation management (HMR) practices and commitment to quality services (CQS). This level of policy study with analysis will benefit everyone in the DoD division, organizations, and agencies. Arthur Rabiul writes, “effecting the turnover intention the HRM practices and organizational engagement, and the moderating effect of employee adaptability is not an option.”  Rabiul, M. K., Sigala, M., & Karim, R. A. (2025). 

Commitment to quality service in DoD: the role of human resources practices, turnover intention, organizational engagement, and adaptability will leverage better, when RMO’s are also evaluated on competency and current performance ability. The training of the RMO toward effective leader qualities will benefit, in that the hire of the wrong person just for statistics sake will not occur. This will be a disservice to the person hired and sends a signal to the entire team or Agency that the person was hired for failure and not success. This should not be done any longer, due to the incompetence or lack of emotional wellbeing by the heiring official, the RMO.

The RMO appraisal, career advancement, team retention, job security, recruitment schemes, and rewards and recognition, teamwork or training and development will no longer just be limited to those lower on the organizational wrong than themselves but will be reflective of themselves and mindset. With the above interventions, considerations and applied natural progress becomes what is known as the social exchange theory (SET) to explain the mediation, Arthur Cropanzano writes, “Social exchange theory: a critical review with theoretical remedies”, SET is what refers to a reciprocal exchange process, such as employees feeling obliged to return to the organization as they benefit from it.” The Academy of Management Annals, Vol. 11 No. 1, pp. 479-516.

The expected outcome is that with effective leadership from knowledge learner RMO’s displaying human relations, the employee’s return and remain to sustain organizations through organizational engagement for environmental safety, thrivance through an established and known professional feeder-system of intentional retention. The proposition, presented in this paper is that loss in qualified RMO’s impacting mid-managerial levels for retention of effective leadership talent is primarily due to stressors daunting the RMO’s mindset.

Work justice will ground-swell the intercultural professional Office of Personnel (OPM) DoD Agency systems RMO phenomena that continues to be passed on, ineffectively. Standard Operational Procedures (SOP) competencies must be adaptive, trained and appropriately taught by RMO knowledge-learners to employees. Seminal Arthur Mincu writes, “workforce is analyzed.” (Mincu) “This level of ineffective leadership happens in DoD divisions, because currently DoD has no proof of a positive impact on the environment, as well as on the communities, customers and suppliers they engage.” (Clifton)  and remaining in agreement with Clifton who further writes, “... and they need to offer evidence that they operate with ethics and integrity (governance). These new requirements audit the character of an organization.” Arthur Clifton, sites Clifton, J., & Harter, J. (2021). Wellbeing at work. Simon and Schuster. The Gallup pole 2024 Report article From Suffering to Thriving in 2023, https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx The Gallup reports Global employee engagement stagnated, and overall employee wellbeing declined. The results state a majority of the world’s employees continue to struggle at work and in life, with a direct consequence for organizational productivity. Lots of people have domain knowledge but not necessarily effective leadership ability to train and manage a workforce for measurable outcomes that are functional competency.

Should significant intentions to these impacts be studied and avoided, retention after training may reverse the intention of an employee to leave as the certain work roles, attitudes and key trainings motivations to sure up competency gaps will affect workforce practices which have been identified and moderated for retention and not turnover but intentional intervention response for RMO effective leadership. 

Best next steps for DoD in 2025 and beyond should be a swift closure to the illusion of teaming and greater emphasis to scrutinize professional duties and a focused dismantle to the Trojan horse of organizational management with greater adaptability, must become primary. The definition of the competent knowledge levels of the RMO’s impact on the organizational engagement makes the difference and strengthens the theory of planned behavior (TPB). Here Arthur Ajzen emphasized that “a central factor in the theory of planned behavior is the individual’s intention, to perform a given behavior” (Ajzen, 2019, p.181) This intention, influenced by subjective an individual’s own behavior, causing glaring associated economic effects. 

Supporting research questions may become as follows: How can regular management officials be trained in effective leadership strategies when competences have fallen away to reduce workforce environmental stressors and to improve effective leadership for mid-managerial employees in DoD divisions, when shifts have occurred? What is the nature of the training?  The writer of this discussion is of the belief that an effective leader must not only know how to identify who to hire, but also how to describe the work assignments from a position of competence for work product success, themselves. The training should be for all, not just those being assessed as “great talent or valuable”. This same training criteria should be measurable when individuals are considered for hire, re-hire, performance plans, harmful/termination, or promotion.

Problems affecting leadership are recognized as the structural limitations faced by RMO’s and should be explored. Without truthfulness to adults or youth, embarking in "new culture" workforce, Post-industrial, we have no feeder-system of constructive counterproductive work driven through written OPM policy, only the perpetual Trojan horse “system” of effective leadership. The employee and mid-managerial employee working under the ineffective leader who is the RMO, is experiencing the problem.  (i.e. DoD employees (Interns, new hires, transferred and enlisted)

DoD knowingly or unknowingly, has really devalued the strength of the workforce and the nation, present and future without consideration for review from a measured study on RMO work product outcomes and mid-manger retention or attrition. Stop-gaps to RMO’s competence levels are not in OPM policy guidelines. The RMO who lack skills, and often not current with applicable policy knowledge, ability (mental, physical, and emotional) competence and or knowledge of systems, is the problem qualifier.  The discussion presents the following brief questions: Do they know how to do the work they are demanding the employee to perform and how would their own rating matrix on performance to do work be seen?

Arthur Demerouti and Bakker, 2023 writes “The job resources refer to individual’s ability to perform task, like effective cognitive ability to adapt to a situation and or on the contrary, to job demands with creating barriers to task roles, such as a lack of ability to adapt to the situation.” (Bakker)   Adaptability on teams by the RMO, is key for social and built-environment safety during professional human relations. RMO’s skills, knowledge, and abilities, and motivation must all align with organizational advancement. Seminal Arthur Saks, “Translating employee engagement research into practice”, Organizational Dynamics, Vol. 2 No. 46, pp. 76-86. Additionally, Arthur Saks, defines Organizational engagement as a necessary employee positive behavior defined as “an individual’s role, responsibility, and tasks associated with membership in an organization.” (Saks, 2017, p. 79)When self-leadership, self-discipline, and self-monitoring with self-reporting on performance direct RMO’s actions, this will deploy capabilities unknown for team effectiveness and work quality output, with the grander purpose also, to influence oneself. 

Seminal Arthur of self-discipline Rogus writes, “self-discipline is defined by Wayson “as the ability and will to do what needs doing for as long as it needs to be done and to learn from the results of ones efforts.” (Wayson, DeVoss, Kaeser, Lasley, & Pinnell, 1982 Etzioni (1983) Self-discipline as the concept in terms of self-organization, mobilization, and commitment and includes among its essential attributes concentration, control of impulse, self-motivation, and the ability to face and overcome stress. Both definitions focus on control for behavior lies within the individual.” Rogus, J. F. (1985). 

Intervention for sustaining DoD knowledge-learner workforce, must be by immediately putting into place competency-based performance mindset RMO’s, who are appropriately responsive in built-environment systems for constructive and competitive advantage. The RMO’s effective leader trajectory at this level is for people's work success, safety, and well-being. Effective leaders who know how to set boundaries and accountability are needed in today’s work climate. When meritocracy is effective in leadership of “the people by the people,” everyone benefit’s. DoD policy official’s, have to stop thinking about competence in the wrong way. Employees should no longer fear RMO’s who lack effective competencies.

DoD offices that employ RMO’S, must move from cognition to action. Seminal author Singh of Self-leadership writes,  “from cognition to action: the effect of thought self-leadership strategies and self-monitoring on adaptive selling behavior are required for competent self-leadership.” (Alnakhli, 2020) With sustainable Development Goals which include official statistics,  “The U.S. Census Bureau finds that a third of Americans show signs of clinical anxiety or depression. In the question about depressed mood, the percentage of Americans who reported symptoms doubled from 2014. Gallup also found historic increases in stress and worry across our U.S. sampling frames.” (Simon and Schuster.)

Seminal author Lee-Pole writes on Self-reporting on performance states, “….. this approach is useful for business educators to improve business students’ quantitative modeling skill and attitude.” (Lee-Post, 2019) When the RMO’s problem-solving skills are identified, they will develop and aptitude for quantitative-oriented coursework (i.e., Defense Acquisition University or virtual and in-person courses) that equips with the set of quantitative information-processing skills needed to succeed in the twenty-first century society and global economy. ” The integral focus on RMO learning bottlenecks, is creating learning interventions and assessing learning outcomes and learning with problem-solving competences.  Seminal author June writes “toxic leadership have contributed to decreased feedback seeking behaviors and counterproductive behaviors at work for employers more than $125 billion dollars a year.” (Jun, et al., 2021)

The appraisal of workforce toxic triangle of safety and health reviving outcomes must remain to be frequently measured. (a) affective-based, (b) behavior/performance-based, (c) relationship-based, (d) cognitive-based, ( e) health and well-being, and (f) contract customer (buyer) care. Abusive supervision of the DoD RMO is harmful to the social detriments of the safety in social and built environments. The Toxic Leadership Scale (TLS)  and Toxic Leadership Scale-Short Version (TLS-SV), which is mainly suited for those in the military. (Labrague, 2024) “As a result, previous research has also argued for the continued refinement of the TLS-SV to ensure valid and reliable scales are available to measure toxic leadership in other fields and to be utilized with other constructs.” (Bell, 2020)  The impacts to oneself when self-reporting of emotional exhaustion competences and deficiencies, that lead to toxic leadership, needs research and organizations must encourage allowed bias do not adequately prevent to address the problem. This kind of leadership has been discussed in the literature but not clearly defined (Labrague et al., 2020)

Emotional Intelligence Response Theory, as studied by Sposito et al International Journal of Managing Projects in Business 17 (1), 1-26, 2024. Findings showed that moderate levels of EI can enhance the impact of the program managers experience. While higher levels of EI are necessary to positively impact the team. Moderate levels of EI can improve the managers expertise impact on the project team, increasing their effectiveness in interactions with clients and other stakeholders. Emotional Intelligence and technical skill address emotional labor, stress, stakeholder agility and management. Providing EI training and experiential learning opportunities internally can improve project managers’ emotional intelligence (Sposito et. al., 17 (1), 1-26, 2024)

This theoretical context of toxic leadership focusing on lack of competence in leadership training to be regulated knowledgeable effective leadership characteristics, factors, and behaviors are all what affects the loyalty, productivity, motivation, health and well-being of employees, the subordinate or follower perceptions as to whether their leader is considered toxic or not need to be addressed. (Arun, 2022)  DoD offices that employ RMO’s, must move from cognition theory to action. Additionally, performance competency quarterly scheduling of RMO training, so they remain relevant in a diverse workforce, through self-reporting should be placed into policy. Training approaches to ensure to identify competent qualities to supportive to teams when heiring will be revolutionary. Training and treatment for natural, social and built-environmental safety for this “new culture” workforce ensures best human relations for all employee interactions, with grander purpose to influence oneself for effective leadership and retain mid-manager level existing quality talent of employees and retentain mid-manager level existing quality talent of employees for retention if implemented, will bring distinctive value to organizational transformation. Diffuse of dead ideas that remain among workforce DoD departments in all disparaging forms of stressors are not experienced by all but continue to undermine leadership transparency and ability. 

In conclusion, effective leadership justice Toxic Leadership Scale is real. Natural, Social and Built-Environment determinants framework and safety of local leaders, policy makers, and organizational change that RMO’s thrive in, should be to strengthen connectedness. Although while The Foundation for Social Connection (F4SC) is addressing the crisis of effective leadership disconnection. Therefore, an empirical and conceptual study is needed to ensure employees of RMO’s and the RMO’s themselves, gain momentum of self-leadership, self-discipline, and self-monitoring for environment safety. A study to this level with outcome analysis, mandates RMO’s will deploy capabilities unknown to strengthen themselves, workforce economy and organizational systems. Counterproductive work behaviors from ROM’s in DoD that have remained should no longer endure. Intentional transformation engagement integrity, in organization, community and halls of faith to mobilize youth or adult.

The additional training of RMO’s along with the grander purpose to influence oneself for effective leadership and retain mid-manager level talent of employees for retention, brings distinctive value to organizational transformation, to include leadership, work outcomes, financial continuity, and the impact of military ‘war-fighter’ performance resilience especially during deployment. 
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