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Abstract 
In twenty-first century on rapidly evolving world, the effective use of technology has become a crucial aspect 

of leadership. The ability to leverage technological advancements not only enhances efficiency and productivity 

but also allows leaders to make informed decisions, drive innovation, and stay ahead of the competition. Tech-

nology profoundly influences every aspect of our lives, transforming the way we interact, manage daily 

affairs, and conduct business. As a powerful tool for high-level management, technology assists in 

developing more effective leadership. Today’s leadership embraces change, learning, communication, 

and diversity. Undoubtedly, the impact of technology serves as the catalyst for a  new style of leadership. 

Globally, the most successful leaders recognize the extent to which technology can support them in 

managing people. It can also support building teams, and monitoring work across all channels and 

locations worldwide. However, incorporating technology into leadership requires careful consideration of its 

feasibility, viability, and legality. In this exclusive study, author has taken effort to explore the theory of leadership, 

its development and challenges, along with idea to develop personal leadership. 
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Introduction 
In the twenty-first century, modern leadership is 

far more important than conventional leadership. The 

typical leadership strategy of being 'the boss' and im-

posing control, power, and authority is just ineffective, 

especially when teams are working remotely. Modern 

leadership necessitates certain attributes and working 

styles, all of which are required for efficient manage-

ment of today's workforce. A modern leader is all about 

connecting employees to their purpose, accomplish-

ments, and one another. They demonstrate how their 

employees' work makes a difference, how it advances 

the company's mission, and why it matters. And mod-

ern leaders empower and encourage their colleagues to 

achieve great things by leveraging technology with 

zeal, initiative, honesty, and vision. Before embarking 

on any technology-driven effort, a leader must ensure 

that their strategy meets three important criteria: tech-

nical feasibility, financial viability, and legal accepta-

bility. While considering technical feasibility, a leader 

must determine whether the proposed technology is 

compatible with the organization's infrastructure and 

capabilities. A detailed technical examination will as-

sist in determining whether the strategy can be success-

fully implemented. The following step is to determine 

whether it is financially viable. Leaders must examine 

the expenses of implementing technology. They should 

calculate the Return on Investment (ROI) and see if the 

benefits outweigh the costs. This necessitates an exam-

ination of aspects such as initial expenditures, mainte-

nance expenses, and prospective revenue generating. 

Following that, it is critical to determine whether it is 

legally permissible. It is critical for executives to nego-

tiate legal and regulatory frameworks in order to assure 

compliance. To prevent legal ramifications, they must 

be aware of data privacy rules, intellectual property 

rights, and other related restrictions. 

The history of technology is a tribute to human in-

ventiveness and its impact on society. Understanding 

this history allows executives to comprehend the trans-

formative power of technology in their decision-mak-

ing processes. The invention of the wheel revolution-

ised transportation and trade, allowing civilizations to 

flourish. Leaders of the time recognised the potential of 

this simple yet powerful device and used it to extend 

their empires. The invention of the steam engine sig-

nalled the beginning of the industrial revolution, which 

transformed manufacturing and transportation. Leaders 

such as James Watt used this technology to propel 

growth and revolutionise entire industries. The intro-

duction of computers and the digital age boosted the 

rate of invention. Leaders that embraced digitization 

acquired a competitive advantage by reducing opera-

tions, boosting communication, and growing market in-

fluence. The world is undergoing a digital and smart 

transition as a result of technology. Leaders now have 

access to Artificial Intelligence (AI), the Internet of 

Things (IoT), and Machine Learning (ML), which ena-

ble automation, data-driven decision-making, and pre-

dictive analysis, as well as other advanced technolo-

gies. These technologies have enormous promise for 

optimising operations and creating new opportunities. 

AI is a developing technology with extensive applica-

tions in various industries, businesses, service sectors, 

and aspects of daily life. Apps based on AI technology 

are already popular in a variety of sectors. Today, vari-

ous businesses and sectors will use AI to streamline and 

optimise their processes. Many organisations, indus-

tries, organisations, companies, service sectors, and ac-

ademic institutions are already utilising it. 

Leadership in the technology-driven era necessi-

tates a solid foundation of basic principles. While tech-

nological proficiency is crucial, leaders must also ex-

emplify a set of characteristics such as honesty, adapt-

ability, balance, and so on. Transparent communication 
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builds trust and teamwork. Leaders must be honest with 

their teams, stakeholders, and themselves, creating an 

environment in which ideas and feedback can flourish. 

Being adaptable is essential. Leaders must adapt to 

changing technology. It enables leaders to negotiate 

problems, welcome new ideas, and capture emerging 

opportunities in a quickly changing market. Effective 

leaders find a balance between technological and hu-

man factors. While harnessing technology is critical, it 

is also critical to prioritise empathy, emotional intelli-

gence, and interpersonal interactions. The finest leaders 

don't try to manage; they provide direction and then 

step back. They promote collaboration, shared leader-

ship, and creative thinking, as well as continual support 

and encouragement. In this work, the author attempted 

to give a comprehensive survey and study on leadership 

in the twenty-first century, where sophisticated tech-

nology plays a pivotal role. To assess the true image 

and aspects of our lives, the author will examine sophis-

ticated technologies and their impact, the Fourth Indus-

trial Revolution and its implications, the impact of AI 

and robots, the modern education system, and other 

contemporary technical difficulties. This is an analyti-

cal study on development and challenges of leadership 

in modern era. This paper will describe the basic con-

cept of leadership style, chronological development of 

leadership practice, prospect and challenges of leader-

ship in twenty-first century. 

Leadership Concept Development and History 

The concept of a leader was then associated with 

the concept of a hero, as seen by the achievements of 

Alexander the Great, Napoleon, and others. Around 

1840, the Great Man Theory evolved as the first non-

scientific concept of a leader. Over the last two centu-

ries, researchers and institutions have theorised the con-

cept and attempted to explain it scientifically. As the 

industrial revolution progressed, the emphasis on lead-

ership shifted to the psychological attributes of individ-

uals who led but did not follow. Following that, leader-

ship theories focused on behaviours and situations. The 

term "leadership" is assumed to have arisen in the 18th 

or 19th centuries, whereas the word "leader" was used 

as early as the 1300s. According to a LinkedIn article 

on leadership, the term is derived from the Old English 

word "laedere," which means "the one who leads," with 

the noun "laedan" meaning "to guide or bring forth." 

The concept of leadership, on the other hand, existed 

long before Old English was spoken and has often been 

associated with religious, political, and military person-

alities. Today, leadership is frequently thought of in 

terms of business and management, and it is used to de-

fine those who influence, inspire, and motivate within 

organisational settings. Meanwhile, psychologists, phi-

losophers, and other experts continue to examine lead-

ership and its various theories. A leader may be deemed 

a leader because of a formal relationship established by 

the possession of managerial status in an organisation. 

A leader can also be informal, someone who steps up 

and provides advice from within a group of people, not 

necessarily the person who has decision-making au-

thority. (As we'll see later in this lesson, not every 

leader is a manager, and not every manager is a leader.) 

Those are some fundamental ideas regarding lead-

ers and leadership. How did we get to where we are to-

day in terms of leadership? It's been a wild ride histor-

ically. Let's go back in time and see how far we've 

come. Because we're primarily addressing a US-based 

readership, this article will concentrate on European 

and North American history. Of course, there is a con-

siderably longer and more diverse history of interna-

tional leaders not mentioned here. Simply put, "leader-

ship" is defined as "the ability to lead," which is not 

very useful. A better definition comes from the BNET 

online Business Dictionary: "the ability to establish di-

rection and to influence and align others towards a com-

mon goal, motivating and committing them to action 

and holding them accountable for their performance." 

While this is more descriptive, it is not substantial. It 

does not tell us what leadership is, but rather what it 

does. Honesty, Competence, Forward-thinking, Flexi-

bility, Inspiring, Accommodative, Intelligent, Fair-

minded, Broad-minded, Courageous, Straightforward, 

Imaginative, Innovative, and so on are some leadership 

qualities. Any leader should be a member of the group. 

This naturally promotes cohesion and collaboration. 

Workers or subordinates are more productive and mul-

tiplying when they are in a "positive work environ-

ment," and the attitude and influence of the boss or 

leader is a big component in this productivity. The 

United States Army has 11 Leadership Principles: 

 Be tactically and technically skilled. 

 Know yourself and strive for self-improve-

ment 

 Know your soldiers and watch out for their 

well-being. 

 Keep your soldiers informed. 

 Set a good example. 

 Ascertain that the task is understood, moni-

tored, and completed. 

 Train your soldiers as a unit. 

 Make sound and timely decisions 

 Develop a sense of accountability among your 

subordinates. 

 Employ your unit in accordance with its capa-

bilities. 

 Seek and accept responsibility for your ac-

tions. 

Human history is filled with leaders, from Alexan-

der the Great and Napoleon Bonaparte to Abraham Lin-

coln and Winston Churchill, and yet the concept of 

leadership continues to spark debate and study as peo-

ple strive to grasp what leadership truly is. One of the 

most visible characteristics of a leader is the ability to 

disrupt the status quo. Managers handle the given cir-

cumstances, whereas leaders question the status quo 

and create new ways/avenues to execute the same task. 

Leadership must originate from within and is based on 

your personality. Leaders have existed throughout his-

tory. We are social animals that bond with one another, 

but we seek order in the midst of life's chaos. We want 

to be organised in order to accomplish goals as a society 

that we cannot do individually. As a result, someone 

will inevitably find up in command. Leaders in the past 

have often belonged to one of three categories: politi-

cal, military, or religious. 
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 Political: Around 1790 B.C., Babylonian ruler 

Hammurabi wrote the laws that unified his empire in 

what was viewed as a fair system because all people 

were subject to the same regulations. 

 Military: Sun Tzu was a Chinese military gen-

eral from 500 B.C. He wrote the Art of War, and while 

he was a great military leader, his book is essentially 

about how to employ armies only as a last choice, fo-

cusing more on prudent political policies and tech-

niques to avert war. 

 Religious: Religious leaders have had the big-

gest impact on their civilizations, with long-lasting con-

sequences. 

With the emergence of the industrial revolution, a 

new type of leader emerged: the economic leader. The 

so-called Captains of Industry discovered that they 

could construct an empire using modern technology ra-

ther than swords. Oil barons, railway magnates, and 

manufacturing owners amassed vast fortunes without 

the aid of armies, sometimes at the expense of the work-

ers they employed. This gave rise to Union leaders and 

diverse initiatives aimed at promoting justice in areas 

where abuses were thought to prevail. The Industrial 

Revolution also boosted the number of Scientific Lead-

ers since scientists now had easy access to a wide range 

of new materials for their study. Psychiatry and psy-

chology rose to prominence with research on work-

place productivity and the impact on the workforce. 

Studies have consistently demonstrated that workers 

are more productive when they are in a "positive work 

environment," with the attitude and influence of the 

boss playing a significant role in this productivity. Em-

ployees who believe they are listened to, respected, and 

treated fairly are happier at work and perform better 

than those who feel disrespected and unappreciated. 

The three most well-known leadership theories are as 

follows. 

 The Great Man Theory. The original leader-

ship theory was known as the great man theory, which 

pointed to notable historical characters such as Alexan-

der the Great and Genghis Khan and stated that some 

people were intrinsically leaders, holding greatness and 

even divine or fated destinies. At the time, the US pop-

ulation was only about 17 million people. Karl Marx 

was producing crucial work in Britain, which had just 

defeated China in the Opium War. Thomas Carlyle 

(1795-1881), a Scottish philosopher, developed the 

Great Man Theory, which asserted that leadership can-

not be taught. Rather, there are born leaders (and thus 

born followers). As you might expect, leaders were 

thought to be males rather than women. Gender equal-

ity was not on most people's minds at the time, given 

that it was still a time of slavery. This hypothesis most 

certainly sowed the roots of fascist ideals in persons 

like Adolf Hitler, who spoke about "Ubermensch" ("su-

permen") in his eugenic writings. Regardless, the Great 

Man Theory is no longer in use. The Great Man Theory 

gave way to behavioural science theories. It's easy to be 

inspired by stories of great men and women who ac-

complished amazing things in their lives. Alexander the 

Great conquered the known world. Genghis Khan then 

ruined the majority of it. Abraham Lincoln freed the 

slaves. Harriet Tubman's Underground Railroad liber-

ated hundreds from enslavement. Mother Theresa 

helped and consoled hundreds of people in Calcutta 

who had been abandoned by society. According this 

theory, these people accomplished great achievements 

because they were simply excellent people defined by 

fate and fulfilled their destiny. 

 The Trait Theory. Trait theory is an out-

growth of the great man hypothesis that highlights the 

personality qualities that exceptional leaders possess. 

Philosophers like Thomas Carlyle popularised it in the 

nineteenth century. "Great leaders are born, not made," 

as the saying goes, and Trait Theory takes this to heart. 

If you have the talent to lead, you were born with it; 

there is no way to master those skills. This thesis ex-

pands on the Great Man thesis by explaining what 

makes great leaders great. Then followed the Great De-

pression (1929-1939), during which the Nazi party in 

Germany ascended to power. This resulted in the Trait 

Theory, which was similar to the Great Man Theory but 

placed a greater focus on well-defined features. Moti-

vation and ambition, self-confidence, integrity, energy, 

flexibility, intelligence, and other traits associated with 

leaders are some of the criticisms levelled at this idea. 

The major issue is that leaders are supposed to be born 

rather than made. In fact, the trait theory was largely 

abandoned as new theories were developed, particu-

larly following leadership research conducted by Ralph 

Stogdill, a psychologist who discovered that leadership 

traits varied greatly and that someone who is a leader in 

one situation may not necessarily be a leader in another 

- it paved the way for a better understanding of the char-

acteristics and behaviours that the best leaders today 

demonstrate. Today, we recognise that effective leader-

ship appears to be a combination of these beliefs - and 

more. As we've seen, there are many different types of 

leadership abilities. Everyone has some skill in one or 

more of these categories. This indicates that given the 

right circumstances, anyone may rise to a leadership 

post and be successful based on the leadership style that 

best matches their personality if they know how to use 

that skill to correctly address the problem at hand. 

Other leadership skills can be learnt, developed, and 

mastered. 

 Behavioural Theory. Much of today's under-

standing of leadership has been influenced by behav-

ioural theory. It implies that people may learn the be-

haviours required to be great leaders, and research in 

this area has contributed to a better understanding of 

diverse leadership styles. The Blake and Mouton man-

aging Grid, which examines behaviours to establish a 

person's managing style and competences, is an exam-

ple of this theory's influence. This period began with 

World War II (1939-1945) and the subsequent estab-

lishment of the United Nations. This age gave birth to 

behavioural theories of leadership, which challenged 

the concept that leaders are born rather than made. They 

imply that leadership may be learned. In the 1950s, 

University of Michigan researchers published research 

on interviews they did with highly adept and ineffective 

personnel, and discovered two themes in leaders' ac-

tions. Leaders were either a) concerned with their sub-

ordinates' well-being or b) preoccupied with getting the 
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job done. The former leaders had more productive em-

ployees than the latter. This resulted in the creation of 

Blake and Mouton's Managerial Grid (1964), which 

may be used to plot distinct leadership styles. They em-

ploy measures of care for people vs concern for produc-

tion. Keep in mind that cultural considerations may 

vary. Leaders in the United Kingdom may be consid-

ered caring if they assist their subordinates with tools, 

as opposed to Japanese leaders who may assist their 

subordinates with personal difficulties. As a result, the 

notion is applicable throughout cultures, however exact 

behaviours may vary substantially. Kurt Levin and 

Rensis Likert were writing about participatory leader-

ship about the same time that behavioural theories were 

taking off. This entailed involving workers in decision-

making. The researchers basically stated that there is a 

range between autocratic decision-making and absolute 

delegation to subordinates. People will be more collab-

orative and dedicated when they are participating in de-

cision-making, and better conclusions may be reached 

when more heads are brought together. 

 Contingency theory. This theory contends 

that effective leadership is dependent on a variety of 

conditions, with different leadership styles matching 

different leaders in different contexts. For example, 

psychologist Fred Fiedler proposed that there are two 

major criteria that influence whether or not a leader will 

be effective. Other leadership theories connected with 

contingency theories include situational theory. Some 

publications distinguish between situational theories 

and contingency theories, but I have yet to read a per-

suasive or logical enough description of how they vary. 

Furthermore, many sites use these names interchange-

ably or combine them, such as "situational contingency 

leadership." Don't get caught up in the terminology. 

The diagram below depicts Paul Hersey and Kenneth 

Blanchard's situational leadership concept. Employee 

"readiness" (i.e. willingness + ability) determined 

which leadership style to apply, among directing, 

coaching, supporting, or delegating (other sources use 

various terminology for this). For example, if workers 

are willing but unable to perform, a leader may need to 

teach them; if they are able but unwilling, a leader may 

need to assist them instead. Another well-known lead-

ership paradigm is Robert House's "Path-Goal" Theory 

(1971). He contended that leaders direct followers so 

they know where to go, remove obstacles (as the leader 

deems fit, depending on the occasion), and reward fol-

lowers for their performance. In this approach, the lead-

er's effectiveness is determined by their leadership 

style, as well as the personalities of the scenario and the 

followers. At first glance, Fred Fiedler's Leadership 

Contingency Model (1967) appears perplexing, yet 

most of it is just fancy language for otherwise straight-

forward notions. Fiedler introduced the term "least-pre-

ferred co-worker" (LPC) to identify whether leaders are 

more concerned with people than tasks. LPC is based 

on ratings of how difficult someone is to work with. 

The ideal technique is based on a combination of solid 

leader-member relationships, task structure (i.e. task 

standardisation), and position power (i.e. the leader's 

authority to judge and reward performance). Critics 

recognised many advantages and disadvantages in this 

theory (for example, the doubtful validity of LPC), yet 

Fiedler went on to refine his views. He developed the 

Cognitive Resource Perspective (CRP), which states 

that four things should impact how a leader leads his 

followers: 1) the competency of the group members, 2) 

stress, 3) experience, and 4) group support of the leader. 

In addition, he and other academics devised "leader-sit-

uation matching" training to assist leaders in matching 

their LPC score to the scenario. Although this hypoth-

esis is complicated and somewhat dubious, there are 

over a dozen studies that show enhanced group effec-

tiveness following such training. 

 Situational theory or situational leadership 

theory.  Situational theory, often known as situational 

leadership theory. It is closely related to contingency 

theory and proposes that the context or circumstance in 

which a leader works will dictate the optimal leadership 

strategy to utilise in order to be effective. This leader-

ship theory, also known as the Situational Leadership 

Model, was developed by behavioural scientist Paul 

Hersey and novelist Ken Blanchard, and contends that 

there is no one-size-fits-all approach to leadership. In-

stead, the theory claims that the circumstance or envi-

ronmental elements will decide the most appropriate 

and effective style for a leader to utilise, and that a lead-

er's style should be adaptable to multiple situations and 

contexts. This idea is closely related to the path-goal 

leadership style. 

 Transformational Leadership. While re-

searching political leaders in 1978, James MacGregor 

Burns established the concept of transformational lead-

ership. Burns proposed that "transformational leader-

ship" is a process in which leaders communicate with 

their followers and encourage each other to progress to-

gether. His qualities and behaviours revealed the dis-

tinctions between "management" and "leadership." 

People and organisations are transformed as a result of 

the leader's leadership style and abilities, who are able 

to transmit a vision and direct the transformation. In 

1985, Bernard M. Bass expanded on Burns' transforma-

tional leadership theory by moving the focus to the fol-

lowers. The ability of the leader to influence the feel-

ings, attitudes, and dedication of their followers is more 

important than the leader's unique attributes and vision. 

As we have previously discussed in productivity stud-

ies, if followers believe they can trust a leader (or, even 

better, if they adore a leader who can inspire a sense of 

devotion and respect), the followers will cheerfully go 

above and beyond what was initially asked of them. As 

a result, productivity and unity rise. A charismatic, mo-

tivating leader transforms the following. Less than a 

decade later, leadership studies researcher Bernard 

Morris Bass turned the focus of Burns' theory to fol-

lowership and how leaders should enable their follow-

ers to produce transformative influence. Transforma-

tional leadership ideas, such as those proposed by Bass 

and Burns, are particularly popular in the technology 

industry and other inventive businesses. Transforma-

tional leadership is markedly different since such lead-

ers attempt to influence followers by appealing to in-

trinsic motives (e.g., with intellectually interesting or 

joyful job). For example, they aim to motivate and re-
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spect their employees. It may appear to be a simple no-

tion, but James Burns first suggested it in 1978. He de-

fined transformational leadership as an ongoing process 

in which leaders and followers mutually enhance one 

another. As a result, leaders wield power through the 

use of their charisma. Bernard Bass claimed in 1985 

that leaders transform followers by appealing to their 

higher-order desires, improving followers' sense of task 

performance, and emphasising team/organizational 

goals over personal ones. 

 Transactional leadership theory. It views 

leader-follower relationships as an exchange and is 

popular in highly hierarchical organisations that place 

a premium on processes and performance. It is also 

known as leader-member exchange hypothesis. Tight-

ening market circumstances in the late 1970s resulted 

in significant changes in market structures and markets, 

and the Cold War ended in 1991. Around this time, 

George Graen contributed to the development and pop-

ularisation of the Leader-Member Exchange (LMX) 

Theory, which emphasises the mutual trust, respect, 

and commitment that leaders share with their followers. 

Using these variables to analyse the relationship, fol-

lowers are categorised as members of the leader's "in-

group" or "out-group," which may have bad conse-

quences for people in the out-group; but that's office 

politics. Regardless, research has shown that high-qual-

ity LMX leads to improved job satisfaction, productiv-

ity, retention, promotion rates, and even compensation. 

This type of leadership employs contingent benefits 

(i.e. performance-based compensation), and leaders in-

fluence followers by appealing to their extrinsic moti-

vations, which is why it is referred to as transactional 

leadership (the relationship is like a transaction– you 

work, and I'll pay you for it). 

The concept of charisma (a term coined roughly a 

century ago by German sociologist Max Weber) ac-

quired prominence and relevance throughout this pe-

riod. House (the aforementioned path-goal theorist) and 

his colleagues have conducted substantial research on 

charismatic leadership. As demonstrated by characters 

such as Martin Luther King Jr. and Nelson Mandela, as 

well as Adolf Hitler and Joseph Stalin, such leaders 

may have a significant influence on their followers. 

Many scholars (including Bass from the previous para-

graph) have discovered that charismatic/transforma-

tional leadership can be trained. Though the term "cha-

risma" has been defined in numerous ways (sometimes 

to the chagrin of critical academics), the leadership ob-

served in this age clearly persists to this day. I hesitate 

to call this the "post-transformational" or "post-charis-

matic" period, yet it is the phrase used by many experts 

in the leadership literature to describe the modern day. 

Many argue that this is an era of authenticity, with lead-

ers like Bernie Sanders and Donald Trump (both re-

garded charming in their own ways) offering refreshing 

contrasts to their predecessors in the same political set-

ting. Others have attempted to use personality psychol-

ogy to identify ties to leadership (for example, the fa-

mous "Big Five" typology has been researched, and it 

appears that only extroversion predicts leadership). Re-

searchers are also emphasising organisational structure 

in leadership, such as shifting from bureaucracies to 

more team-based structures however this is much easier 

said than done. 

Theorists' studies of leadership, as well as the evo-

lution of leadership theories, have tremendously influ-

enced and expanded our understanding of successful 

leadership in the twenty-first century. Modern leader-

ship styles respect traditional leadership talents such as 

confidence and strong decision-making, but they also 

emphasise leadership attributes and styles such as au-

thentic leadership and servant leadership, with a focus 

on life-long, ongoing leadership growth. These styles 

recognise that a competent leader can do the most chal-

lenging tasks of their work, such as making difficult de-

cisions and performing evaluations, while also demon-

strating humility, emotional intelligence, and adaptabil-

ity. Another essential aspect of leadership is how it 

reacts to change (such as the structural change dis-

cussed before). Many theorists (such as Dunphy and 

Stace in 1993) have developed change management 

models, however changing well-established routines 

and customs can be challenging for even the most char-

ismatic leaders. The Dunphy and Stace model, for ex-

ample, implies that there are various change tactics to 

choose from, but this says nothing about workers' ap-

prehensions or resistance to such change, making the 

model overly optimistic. 

Barbara Kellerman stated in 2012 that followers 

are more essential than ever before, and the importance 

of leaders has never been lower. Whether you agree 

with her or not, we all know that the reactions of em-

ployees are the most important aspects in the success of 

a change programme. Indeed, when it comes to leader-

ship, there is now a greater emphasis than ever on in-

terpersonal ties within the organisation, which is defi-

nitely a positive thing for today's employees. It would 

take much more than a brief article to study every the-

ory of leadership accessible today, but leadership has 

developed from a rudimentary idea of being a "born 

leader" to one that encompasses the relationship with 

the follower. The question is no longer, "Can leadership 

be created?""However, "how can leadership be cre-

ated?"" Naturally, the answer varies on who you ask. 

Many scholars have proposed various definitions 

of leadership over the years, and many have been effec-

tive. This accomplishment can be credited in part to the 

ability to relate the concept of leadership to present sit-

uations, which give multiple dimensions. As time and 

people progress, the concept of leadership evolves to 

reflect the most recent trends in human relationships 

and how they manage their members. Undoubtedly, the 

issue of providing a single simple definition of leader-

ship that covers all attributes remains unresolved. This 

uncommon condition has resulted in innumerable re-

searches and studies conducted by scholars in creating 

plausible and tangible definitions of leadership that will 

stand the test of time. In general, a leader is defined as 

a person with authority who is appointed or acquires 

responsibility to manage an organisation, regardless of 

aptitude. More often than not, a leader is expected to 

provide leadership in carrying out duties and taking on 

responsibilities. In the organisation, the ability to man-

age the organisation is directly related with the role of 

leader. According to Stephen R. Covey, management is 
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efficiency in climbing the ladder of success, but leader-

ship determines whether the ladder is leaning against 

the correct wall. In today's changing world, the man-

ager and leader are the primary determinants of an or-

ganization's success. Williams described leadership as 

the practise of persuading people to attain collective or 

organisational goals. This simply means that leadership 

is about setting direction and aligning individuals to 

that direction. Leadership is derived from a single 

word, leader, which means "a person or thing that 

leads." In this view, leadership might be described as 

the position, function, and capacity to guide others to 

greater achievement. Meanwhile, when considering the 

relationship between leadership and organisation, it is 

the ability of an individual to influence, motivate, and 

empower others to contribute to the effectiveness and 

success of the organisation. 

How does an Asian or Middle Eastern country ap-

pear in a vacation commercial? Perhaps the advertise-

ment depicts images and notions of exoticism and se-

duction that convey a sense of geographical and histor-

ical distance. Despite the fact that such images have an 

antiquated feel to them, they are nevertheless widely 

used today, and these depictions can be related to a 

body of Western knowledge known as Orientalism. It 

created a specific vision of the East, known as the Ori-

ent, as a means of approaching it. Modern Orientalism 

was conceived during Napoleon's expedition to and in-

vasion of Egypt in 1798. In addition to his troops, Na-

poleon had brought with him civilian professors, scien-

tists, and researchers who would create a 23-volume en-

cyclopaedia about the country titled Description of 

Egypt. This group of researchers was in charge of de-

fining Orientalism, and the "experts" on the East were 

known as Orientalists. This concept was built out by 

other colonial powers, most notably Britain during the 

nineteenth century, and was the lens through which the 

West viewed the entire Orient, which was regarded to 

comprise the Middle East, Asia, and the Far East. The 

resulting picture of the East was exotic, romantic, and 

irrational, and Eastern clichés found in travel journals, 

newspapers, and scientific publications began to prolif-

erate. These portrayed the Orient as exotic and unfamil-

iar; as a weird and foreign entity, regardless of country, 

people, or culture; and as a location where unseemly 

desires could run wild. Harems were seen as sites where 

the "lustful Oriental" could be discovered. Finally, the 

inhabitants of the Orient were viewed as irrational and 

incapable of rationality, with the idea that the opposite 

of these attributes were considered Western traits. 

When it comes to 19th century warfare, Carl von 

Clausewitz's On War is a must-read. This book is bro-

ken into four pieces. The first portion deals with defin-

ing war, the second with theory and criticism, and the 

third and fourth with strategy and tactics. According to 

Clausewitz, war is essentially a massive duel. He also 

compares it to a wrestling match, in that we have two 

forces striving to bend the other to their will. Both sides 

want to get to the point where the other can't fight any 

longer. Most of the time, this means that the goal is to 

disarm the opponent. The goal of war is realised by vi-

olence. Today, we have culture wars, information and 

technology battles, but in the framework of the early 

nineteenth century, war is by definition violent. It 

achieves its objectives by the use of physical force. For 

the most part, we're still talking about two armies, with 

columns of soldiers, clashing on a battlefield. This 

brings us to our first moral quandary. The author is in-

terested in investigating the moral dilemmas of war at 

every turn. And right away, we're confronted with a dif-

ficult question. Assume we accept that war is inherently 

violent. Even back then, some people believed that a 

war could be won with minimal bloodshed. However, 

the author is not convinced. In fact, he warns that such 

a strategy would most certainly backfire. If we want to 

disarm our opponent and bend their will, we must use 

all of our physical force. The author believes that the 

concept of moderation in war is ludicrous. 

Clausewitz continues to define war in new ways. 

He emphasises that war is not a single conflict or event. 

Every war has a backstory of events and political deci-

sions that lead up to the conflict. As a result, we can 

consider war as a matter of reciprocal actions. This 

means that one side is reacting to the other at all times. 

Each party must make decisions on how to best re-

spond. But, for the most part, there will be an escalation 

during this process until war is declared and one side is 

disarmed. It's crucial to remember that the outcome of 

a conflict is never the last word. Even if we disarm our 

opponent today, that doesn't mean they won't re-arm 

and assault us tomorrow. In fact, whatever antipathy 

they had against us previously may have paled in com-

parison to the rage they feel after being vanquished. 

This rage and fury should not be underestimated. Such 

spiritual incentives can be a deciding factor in a mili-

tary's effectiveness. This returns to the author's convic-

tion that war is a matter of deploying maximum force. 

It just doesn't make sense to leave our opponent well-

armed and capable of restarting their attack. This also 

touches on another essential aspect of war: the un-

known. Some credit Clausewitz with popularising the 

concept of the 'fog of war.' Indeed, neither opponent 

knows the entire extent of the other's weapons, position, 

or number of soldiers in reserve. As a result, command-

ers are frequently compelled to make judgements based 

on insufficient information. This fact can also be used 

to support the assumption that, as a general rule, one 

employs their greatest power. 

The lack of complete information also plays a sig-

nificant part in selecting the attributes that create the 

best military commanders. The question is what makes 

someone a military genius? While it should go without 

saying that a leader must be knowledgeable and under-

stand human behaviour, he or she must also be able to 

face the physical dangers and suffering that come with 

combat. He views battle as a huge conquest over the 

unexpected, and as a result, he considers courage as a 

vital trait of a great leader. Courage is displayed not just 

in the face of physical danger, but also in the face of 

moral responsibility while making difficult decisions. 

When faced with the unexpected, one must be both firm 

and resolute, as well as cool under pressure. In other 

words, a great commander must have a constant mental 

presence. All of the characteristics of war, such as dan-

ger, pain, chance, and the unknown, can lead to a mind 

plagued with uncertainty, which is the worst thing a 
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military commander can have. Leaders must also deal 

with what the author regards as the basic friction of war. 

As a result, while the goals of war are usually clear, 

achieving those goals is sometimes quite complex. This 

is one of the last points he makes in the first segment. 

And it's a fantastic note to end on as we begin the sec-

ond chapter. In many respects, war is straightforward. 

Like a wrestling match. However, it is immensely com-

plex in other respects. Military leaders in the nineteenth 

century saw war as an indefinitely intricate wrestling 

match. 

The 21st century General claims to give a new 

viewpoint on command, claiming that a major shift in 

command from an individualistic to a collective prac-

tise has occurred since the twentieth century. The most 

hopeful assessment of pooled quantitative and anecdo-

tal information on the current level of military morale 

is unsettling. Over the years, measures of trust, dedica-

tion, and morale have revealed localised issues. The 

current confluence of organisational and environmental 

stresses, on the other hand, poses institutional response 

problems of a new order of magnitude. A solid employ-

ment market for officers leaving the service, the lack of 

a clear military danger to the United States, increasing 

aspirations for a "decent family life," and reduced tol-

erance among bright young people for poor leadership 

climates combine to form a lethal combination. The 

crux of the problem appears to be evident. It is a story 

of dedication and commitment that has resulted in local 

miracles while effectively disregarding and jeopardis-

ing the institution's future. The military culture encour-

ages a forceful response to policy efforts without regard 

for the collective long-term ramifications of such a re-

sponse. Excessive attention on the immediate (non-tac-

tical) purpose, combined with institutional processes 

that pander to visible short-term results, pose signifi-

cant obstacles to both current and future leadership. 

The goal of leadership in any Army, at any time, 

is to get the job done. Competent military leaders build 

trust, focus effort, define objectives, inspire confidence, 

build teams, set the example, keep hope alive, and ra-

tionalise sacrifice. There is minimal uncertainty regard-

ing required leader qualities or behaviours for this cen-

tury or the next. Desirable attributes and skills may 

vary, but the underlying formula for leader success has 

altered little in 2,000 years. However, the strategy for 

habitually instilling, supporting, and sustaining the de-

sirable leader behaviours has yet to be discovered. The 

relationship between concept and practise lies at the 

heart of the issue. Certainly, technical advancement has 

outpaced advancements in human systems design. In 

addition, heightened expectations about what consti-

tutes good leader behaviour have emerged in all areas 

of American society over the previous 30 years. Many 

studies have identified the key qualities for 21st century 

leaders in many socioeconomic sectors. They have typ-

ically included cognitive complexity, ambiguity toler-

ance, intellectual flexibility, a meaningful level of self-

awareness, and an enhanced understanding of the rela-

tionships among organisational sub-systems that col-

lectively construct the prevailing 'climate.' These would 

supplement timeless leader qualities such as integrity, 

high energy, courage, and commitment to institutional 

values. Changing the culture of any organisation is a 

leadership effort, but there appears to be no comprehen-

sive plan for changing Army culture. Despite the fact 

that we recognise that soldiers/sailors, not machines or 

structures, ultimately determine the outcome of battle, 

the development of technology applications and opera-

tional processes continues to consume a disproportion-

ate percentage of the Army's creative energy. 

Understanding the changing roles of leaders in the 

future Army will necessitate an integrated and compre-

hensive programme of leadership study. Such a pro-

gramme should reflect three areas, or foci, of leadership 

research: leadership models and theories; leadership 

tools; and leadership problems. The first two elements 

describe the infrastructure of leadership research tools 

and conceptual models or theories. Tools include 

measures of leader effectiveness, assessments of leader 

potential, as well as the characteristics that contribute 

to good leadership, training and development pro-

grammes, and leadership process aids. Theories and 

models are required to define how and when leadership 

is related to unit and organisational effectiveness, how 

and when leader qualities contribute to leader effective-

ness, and how these leader attributes are best developed 

through programmatic interventions. Leader assess-

ment tools aid in the validation of conceptual models. 

They also give a technique of validating the effective-

ness of developmental programmes. Research on lead-

ership ideas and methods is important, but not suffi-

cient, to comprehend Army leadership in the twenty-

first century. This research must also be used to better 

understand specific significant leadership issues in cur-

rent Army issues that are projected to drive crucial pro-

cesses in the future. Recent assessments on the evolv-

ing Army, as examined by Zaccaro, Klimoski, and 

Boyce, point to four significant issues that necessitate 

fresh research endeavours. These are (a) leadership and 

change management, (b) leading in adversity, (c) reten-

tion of leaders and retention leadership, and (d) leader-

led development of effective soldiers. An effective re-

search agenda for future Army research must contain 

each of these dimensions: tools, theories, and models, 

as well as an emphasis on essential leadership issues. 

Prior leadership research, both in the military and in 

many civilian settings, has reflected one or at most two 

of these qualities. However, research that is truly useful 

for Army policymakers and stakeholders advances our 

understanding of effective leadership, provides 

measures and tools that can be used to validate leader-

ship models as well as assess the effectiveness of leader 

selection and development programmes, and provides 

answers that resolve key leadership problems in the 

Army. It is crucial to remember that leadership issues 

must be assessed in light of leader processes and the 

characteristics that contribute to the efficient execution 

of these processes. Furthermore, discovered features 

lead to the construction of assessment, selection, and 

development systems. 

Military forces have a main responsibility in pro-

tecting and securing the nation from external threats, 

and a secondary role in assisting civil authorities when 

called upon. While the primary duty is to prevent, the 



Norwegian Journal of development of the International Science No 121/2023 127 

secondary role is gaining popularity with a range of re-

quests/tasks that plainly fall within the civil domain. 

Furthermore, the military forces are being pulled in as 

'First Responders' due to the failure of other authorities 

and the public's lack of trust in them. Because the 

Army's mere presence benefits the environment, it is 

necessary for the Army to signal its presence in some 

way in marginal areas. Military professionalism and be-

haviour is a wonderful morale booster for the country; 

this is the only organisation that works and has the trust 

of residents across the country. Today, armed troops are 

becoming more involved in sports, environmental 

preservation, and other activities. Retired military per-

sonnel enrich it with their discipline, passion, and na-

tionalistic mentality. The armed forces have come to 

represent the actual spirit of the national constitution by 

sticking strictly to its key values. Currently, military 

forces are playing an important part in the nation's and 

its security demands. 

On the other hand, a recurrent thread in recent re-

search on how the Army's future environment is antic-

ipated to alter is the increase in velocity, uncertainty, 

complexity, and ambiguity (VUCA) that will challenge 

Army leaders. The bottom line is that the military must 

remain relevant anytime the nation requires them, and 

hence the Senior Military Leadership requires a good 

politico-military understanding and rapport in chal-

lenging situations. Cannon-Bowers and Salas (1998) 

recognised a few stressors as being typical of today's 

military operational environment after interviewing 

and observing Navy crews. As an example: 

 Various information sources, 

 Incomplete and contradictory data 

 fast altering, 

 Changing circumstances, 

 a prerequisite for team cohesion, 

 adverse physical conditions, 

 performance pressure, 

 Time constraints, 

 heavy work/information load, 

 auditory overload/interference, 

 The danger. 

There are basic disparities between the civilian 

and military sectors that have a direct impact on leader 

selection and growth. For starters, there is only one 

American Army. One cannot transfer out of that army 

without also abandoning the institution. The executive 

who is disgruntled at GM might find equivalent work 

at Ford. However, an Army officer who grows dissatis-

fied with his work must either bear it or leave the ser-

vice. Second, an employment contract with Sears or GE 

does not imply an implied obligation to endanger one's 

life to achieve corporate objectives. There are no con-

tracts with limitless liability in business organisations. 

Third, the military leader-follower relationship is 

backed by law, custom, and local regulations. Fourth, 

all top military officers have been promoted from 

within the organisation. Philosophical focus and com-

mon endurance of adversity in the military produce in-

terpersonal relationships that are rarely found in the 

business sphere. There are, however, two sides to close 

bonding within a strong culture. One side delivers fan-

tastic team efforts towards the purpose, while the other 

takes a conservative approach to institutional transfor-

mation. While few institutions can be revitalised with-

out huge external forces, strong authoritarian cultures 

have the capacity for substantial directional change if 

the collective leadership is so inclined. One example of 

such shift is the integration of minority members into 

the United States Army. 

The warrior ethic, which is essential as a distin-

guishing feature of the profession of arms, can justify 

leader behaviours that are situationally unsuitable. The 

classic example is the authoritarian leader whose pref-

erence for centralised control leads to poor decisions 

since his manner denies him critical information. An 

principle long espoused by many respected senior 

Army officers, disagreement is not treason, has not en-

tered the institution's fibre. Leadership principles and 

lists of attributes and descriptions of needed situational 

behaviours will continue to flood the market, despite 

the fact that the fundamentals of leadership, which 

come from timeless human needs and aspirations, have 

altered little throughout recorded history. While re-

search and their conclusions will give insight, our goal 

is to enter the twenty-first century with a good track 

record of practise, not merely a solid theoretical foun-

dation. It is the record of practise to date that should 

give all of us who have participated some satisfaction 

as well as significant concern and resolve to do better. 

Today, military leaders and their leadership styles must 

change to meet current difficulties related to sophisti-

cated technologies. Today, all leaders must embrace 

digital and smart advances and incorporate them into 

their leadership styles. 

Surprisingly, gender, race, age, and personality 

qualities have virtually little to correlate with good per-

formance. What truly matters are certain key habits, 

such as staying physically healthy. In other words, what 

we do matters more than who we are. Again, these key 

habits did not emerge by chance. High performers con-

sciously took them on. We must not confuse these hab-

its with 'life hacks' or quick, magical adjustments that 

require no work to accomplish. Another characteristic 

that they share is their belief in their ability to conquer 

even challenging activities, such as large new projects 

at work or learning new languages. Again, this is not an 

innate feature; it is earned confidence gained through 

continuous practise. This is fantastic news for us since 

it suggests that we, too, may acquire confidence 

through practise. With constant practise, we will obtain 

more knowledge, master more skills, and our confi-

dence will develop, making it simpler to continue learn-

ing and growing. This cycle of continuous growth and 

self-improvement is the hallmark of high performance. 

Leaders strive for peak performance through ongoing 

self-improvement. 

Every person believes that he or she is smarter 

than a caterpillar. But has he/she given serious thought 

to what he/she wants to accomplish? Has he/she written 

out his/her goals? If he or she hasn't, he or she is not 

alone. Only 3% of Americans have written down spe-

cific goals. These are the ones who make their aspira-

tions come true. Having clearly stated goals can help us 

keep focused on what we genuinely want to achieve. It 

will also keep us from becoming resentful in difficult 



128 Norwegian Journal of development of the International Science No 121/2023 

situations or distracted when we should be knuckling 

down. We get direction when we have a precise aim 

with specific outcomes. We need to know exactly what 

we should do to reach that goal. Working for something 

we want generates energy, which motivates us to put in 

the effort. Setting realistic goals takes patience. We 

may believe that we do not have days, or even hours, to 

sit down and think about what we want to do in life. 

However, the time invested is rewarding. We will be 

more efficient if we have clear goals. They can save us 

up to ten hours every week that we can use for other 

purposes. We will use our time more strategically if we 

have clear goals and prioritise the steps we need to take 

to attain them. This will make us happier because we 

will be spending our time developing a life we truly 

want to live rather than becoming diverted by things 

that do not contribute to our objective. A capable and 

successful leader can easily and clearly define his or her 

goals and persuade his or her team to work together in 

the right direction to achieve/accomplish those goals. 

Personality disorders are a subset of disorders that 

reflect lasting and inflexible patterns or dysfunctional 

patterns of inner experience and interpersonal behav-

iour that endure over time and across contexts, as op-

posed to passing emotions or episodes of anxiety. Per-

sonality disorders typically appear in adolescence or 

early adulthood. Although genetic factors may be in-

volved, they are thought to be the result of deeply in-

grained, maladaptive attempts to meet emotional needs 

and navigate the world. Let's start with the ambiguity. 

This term arose from therapists' perception that patients 

were on the verge of neurosis and psychosis. This con-

cept has since been abandoned, but the name has re-

mained. Borderline personality disorder (BPD) was 

first described in the 1930s and is now recognised as a 

distinct disorder affecting 1 to 2% of adults. BPD is a 

divisive diagnosis. Women are diagnosed at a higher 

rate than men. Some clinicians argue that it is overdi-

agnosed, while others completely overlook its shifting 

symptoms. Despite increased awareness in recent 

years, BPD remains highly stigmatised. Those who suf-

fer from it are frequently labelled as manipulative, at-

tention-seeking, or helpless. In reality, many people are 

simply doing their best to cope with agonising inner tur-

moil. BPD symptoms stem from an unstable sense of 

self. Without an inner anchor, BPD patients desperately 

seek external sources of identity and self-worth. This 

manifests in a variety of difficult ways, which a bal-

anced leader must manage. 

It takes time for one worker to switch between 

multiple types of work. By utilising a division of la-

bour, one worker can focus on one skill, and wasted 

time is converted into productive time. People are more 

likely to innovate when their entire attention is focused 

on a single task. Increased productivity is the result of 

innovation. The first fire engines were greatly im-

proved when a boy used a string to open and close the 

truck's water valve. Obviously, the boy's job prior to 

this invention was to manually open and close the 

valve. As productivity rises, there is often a surplus of 

unwanted products that can be traded away. For exam-

ple, a butcher who has an excess of meat could ex-

change it for bread from the baker. The butcher can sell 

his meat to whoever is willing to buy it in the market 

and then use the money to buy bread from the baker. 

What if the butcher prefers cheese to bread? He can use 

the money he earned from selling his meat to go to the 

market and buy cheese. People can specialise in their 

respective crafts or fields in this manner, which is an-

other type of division of labour. A division of labour 

increases productivity, which in turn creates a market 

where artisans can trade surplus produce. Innovation 

makes a leader more appealing, colourful, and perfect. 

In this modern era, leaders are constantly striving to in-

crease productivity. 

There are probably a plethora of people who want 

to influence our behaviour right now: politicians, po-

lice, our doctor, our boss, our parents or our spouse, and 

so on. Although the methods used vary from threats and 

bribes to charm and deception, all attempts have one 

thing in common. They rely on incentives. An incentive 

is simply a method of encouraging people to do more 

of a good thing or less of a bad thing. Economic, social, 

and moral incentives are the three broad categories of 

incentives. The most effective incentives are those that 

combine all three types. Crime is one area where incen-

tives are critical. People are frequently given opportu-

nities to cheat, steal, and defraud, so it's worth investi-

gating what incentives keep them from doing so. The 

risk of going to prison, as well as the associated loss of 

employment, home, and freedom, is all primarily eco-

nomic in nature, and they certainly serve as a strong de-

terrent to crime. There is also a strong moral incentive, 

as people do not want to do something they believe is 

wrong. Finally, there is a strong social incentive, as 

people do not want to be perceived as doing something 

wrong by others. Depending on the crime, this can of-

ten be a stronger incentive than economic penalties. 

Most people are discouraged from committing crimes 

because of the combination of all three types of incen-

tives. Leaders typically use the perfect amount, time, 

and type of incentive in the perfect situation. 

As humans, we are particularly adept at converting 

all of the stimuli in our environment into meaningful 

information. This is the ability that has allowed us to 

develop the scientific method, philosophise about the 

nature of being, and invent complex mathematical 

models. But just because we can reflect on and order 

the world around us doesn't mean we're very good at it. 

Actually, our worldview tends to be limited. We tend 

to cling to our beliefs about how the world works once 

we've formed them. However, because human 

knowledge is constantly growing and evolving, this 

dogmatic approach makes no sense. Just two hundred 

years ago, doctors and scientists were supremely confi-

dent in their knowledge of medicine, but today their 

confidence seems ludicrous: imagine going to your 

doctor complaining of a common cold and being pre-

scribed snakes and leeches. Being dogmatic about our 

beliefs blinds us to concepts that deviate from the par-

adigms we've already accepted as true. How can you 

understand medicine, for example, if you're unaware 

that germs exist? You may come up with a reasonable 

explanation for illness, but it will be flawed due to a 

lack of critical information. This type of dogmatic 

thinking can have disastrous consequences. We are 
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sometimes surprised by events not because they are 

random, but because our perspective is too narrow. 

Such surprises are known as 'Black Swans,' and they 

can cause us to fundamentally reconsider our 

worldview: Before anyone had ever seen a black swan, 

people assumed that all swans were white. As a result, 

all of their depictions and imaginations of the swan 

were white, implying that white was an essential part of 

swanness. So, when they discovered their first black 

swan, it fundamentally changed their understanding of 

what a swan could be. As we'll see, black swans can be 

as insignificant as discovering that not all swans are 

white, or as life-changing as losing everything due to a 

stock market crash. 

When our forefathers first attempted to explain 

natural phenomena in the natural world, they assumed 

it was the work of all-powerful gods. Today, physicists 

have a better understanding of what causes the sun to 

shine and rain to fall. And, by employing the scientific 

method and physical laws, they can rule out many of 

the paranormal phenomena that continue to captivate 

the popular imagination. Frank Wilczek, a physicist 

and Nobel Laureate, coined the term Core Theory to 

describe the fundamental laws of our universe. The 

Core Theory explains how all known particles, such as 

quarks, electrons, and neutrinos, interact with one an-

other and are affected by electromagnetism, gravity, 

and nuclear forces. It also includes the Higgs field, 

which is an energy field that gives all particles mass. It 

essentially covers everything that affects our daily 

lives. It explains how light molecules interact with at-

oms or entire objects, and how a hummingbird can take 

flight and appear to hover in mid-air. Crossing sym-

metry, for example, allows us to rule out some of the 

fanciful phenomena found in popular science fiction, 

such as telekinesis and telepathy. Crossing symmetry, 

among other things, indicates that the particle required 

for telekinesis does not exist; if it did, scientists would 

have discovered it by now. Since telekinesis is the act 

of using our minds to move objects, there must be some 

sort of particle that the mind can produce or manipulate 

to interact with the matter in the object. Let's call it Par-

ticle X, and according to crossing symmetry, it could 

be created when a proton collides with an antiproton. 

However, despite numerous experiments investigating 

these collisions, there is no evidence that Particle X ex-

ists, even under extreme conditions. This is the same 

process that allows us to rule out other paranormal abil-

ities such as telepathy and levitation. 

Nowadays, even a child can tell you that smoking 

kills. However, this now-well-known fact was not so 

well-known in the second half of the twentieth century. 

It's hard to believe now, but many people were unaware 

of smoking's negative health consequences. But did the 

tobacco industry know about its product's dirty secret? 

Of course they knew. In fact, they knew smoking was 

harmful as early as the 1950s, when the tobacco indus-

try was first scrutinised for the harmful effects of ciga-

rettes. Recognising the need for action, the four largest 

tobacco companies in the United States - American To-

bacco, Benson and Hedges, Philip Morris, and US To-

bacco - joined forces in 1953 to defend their industry. 

In 1979, the tobacco industry launched a programme 

that provided funding to prestigious universities such as 

Harvard. They committed $45 million over six years to 

prove that smoking was not linked to health problems. 

But they didn't just fund universities; they also hired a 

respected scientist named Frederick Seitz, who distrib-

uted the money himself, giving the tobacco industry 

even more credibility. They even called scientists to 

testify in court that there was no link between smoking 

tobacco and poor health. However, the industry could 

only keep the truth hidden for so long before people 

caught on. Finally, the truth is revealed, and that is re-

ality. Truth remains universal truth. Nobody can put a 

stop to it. No one wants to be labelled a liar, and while 

most people would never tell a big lie, many tell small 

lies that they believe are insignificant. The majority of 

people avoid telling big lies because of the potentially 

disastrous consequences. Such lies can ruin a person's 

life or even throw entire societies into disarray. Despite 

the negative consequences of big lies, governments and 

the media continue to spread them. This has resulted in 

widespread mistrust of world leaders on a global scale. 

For example, the Bush administration claimed that Iraq 

was hiding weapons of mass destruction, which turned 

out to be false. Many people became sceptical of US 

foreign policy as a result of this obvious deception. 

Again, small lies may have less of an impact than big 

lies, but they can have disastrous consequences in the 

long run. 

We all remember the global financial crisis that 

engulfed the world in 2008. We may also recall that in 

the months that followed, economists were, aside from 

bankers, the most distrusted professionals in the world. 

This backlash, however, was far from unfair to econo-

mists; it was a perfectly reasonable response to their ar-

rogant attitude in previous years. Simply put, econo-

mists had grown far too big for their boots. One sign of 

economists' arrogance was their belief that only they 

could fully comprehend the complexities of economic 

theory. This led them to dismiss any criticism of their 

beliefs as overly simplistic. However, this was and is 

not the case. Instead of being too complicated for out-

siders, 95% of economics is simple common sense. We 

can think of it this way. Even if you are not a qualified 

epidemiologist, we know what standards of hygiene we 

expect when we go to a restaurant. The same can be 

said for economics; the fundamental principles of the 

subject are understandable to anyone. After all, we 

don't need to be the president of a central bank to un-

derstand that a country shouldn't bet all of its money on 

risky investments. This arrogance also led mainstream 

economic teaching to dismiss any alternative theories. 

For the last few decades, one economic theory has dom-

inated: neoclassical free market theory. This belief 

holds that every individual in society acts as a rational, 

selfish agent who only makes economic decisions 

based on how much it will benefit them. The economic 

profession came to regard this theory almost as a natu-

ral science. As a result, they focused too much on a nor-

mative theory rather than its application in practise. 

However, unlike physics, economics is a social science. 

This means that there are numerous potential alterna-

tive theories, each of which is just as tenable as the free 
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market approach. We will discover the central flaws in 

free market economic theory in this manner. 

In fact, the financial system is evolutionary in na-

ture. Charles Darwin discovered that life evolved 

through a process known as natural selection. Those 

life forms that were best suited to their environments 

thrived, while those that were less successful died out. 

In most environments, there are only enough resources 

to support a limited number of people. The competition 

for these resources is fierce, as failure frequently results 

in extinction. The most prosperous life forms were able 

to spread their genes through reproduction and thus 

multiply in number, eventually taking the place of the 

declining species. The process is ongoing; species are 

constantly dying out and being replaced by new spe-

cies. These changes are usually limited to small areas, 

but occasionally large-scale extinctions occur. A me-

teor 64 million years ago wiped out almost all life on 

Earth, including most dinosaurs. In situations like this, 

new species will emerge to fill the voids left by extinct 

ones, just as mammals did after the meteor disaster. The 

financial system evolves in a similar way, through mar-

ket selection: the financial equivalent of natural selec-

tion. The financial world, like the natural world, is con-

stantly evolving through new techniques and innova-

tions. Firms that adapt to these new circumstances 

thrive and are imitated by others. This is the monetary 

equivalent of gene reproduction. Firms that cling to 

outdated practises and fail to generate adequate returns, 

on the other hand, are doomed to extinction. Some 

events, such as the 1929 and 2008 financial collapses, 

result in the mass extinction of financial firms and prac-

tises. In situations like this, room is created for new 

types of financial firms and practises to emerge. 

Motivation can be divided into three categories: 

play, purpose, and potential. Play motivates you to take 

action simply because it is enjoyable. You may be in-

quisitive and enjoy experimenting, or you may simply 

be eager to learn or adapt. This is why people spend 

time doing things like crossword puzzles or listening to 

music. However, if you're trying to do something diffi-

cult, such as lose weight, play motivation can help; you 

might enjoy trying new recipes or researching vegetar-

ian restaurants to reach your goal. Purpose motivates 

you to do something because you value the outcome 

and impact of your actions, even if the process itself is 

unpleasant. Long shifts and stressful days as a nurse, 

for example, may be challenging, but you value caring 

for people deep down. Potential motivates you when 

you value the indirect outcomes of a particular activity. 

In essence, you believe that your actions will result in 

something significant, such as achieving a long-term 

goal. If you were a paralegal, for example, you might 

not enjoy the day-to-day work, but you see it as a nec-

essary step towards applying to law school. You now 

understand the three types of motivation. The more 

closely these three are linked to the work you do, the 

more strongly they will influence your overall perfor-

mance. Play is the most powerful motivator of the three 

because it is the most similar to the work itself. This 

means that the more you see your work as play, the bet-

ter you'll perform! However, purpose and potential 

should not be overlooked; they remain powerful moti-

vators. 

In many cases, politicians and campaigners begin 

with the best of intentions but end up making matters 

worse. This can happen when their policies are moti-

vated by emotions and moral outrage rather than logic. 

People cling to false beliefs, causing more harm than 

good. One such fallacy is the notion that there must be 

a winner and a loser in every economic transaction. 

Their exchange is a zero-sum game. In other words, if 

someone did exceptionally well for themselves, it had 

to be at the expense of someone else. The zero-sum fal-

lacy is at the heart of some well-intended but ultimately 

harmful economic policies. Take over rent control. 

People who believe in zero-sum transactions believe 

that renting is a transaction in which one side always 

profits: the property owner. As a result, they argue, 

there must be some form of rent control or rent protec-

tion. It's been done before, and landlords and builders 

almost always find the terms unacceptable. This means 

that landlords will stop renting and builders will stop 

building. People who need to rent will suffer as housing 

becomes scarce. For example, when the Australian 

government implemented rent controls after WWII, not 

a single new apartment block was built in Melbourne 

for years! People who believe in a zero-sum economy 

cannot see renting as beneficial to both parties. Their 

actions may be counterproductive. International trade is 

another area where the zero-sum fallacy appears. Some 

believe that the "winners" are always rich, developed 

countries, while the "losers" are poorer, less developed 

countries. They feel that more powerful countries have 

gained from the weakness of their weaker neighbours. 

Those who believe this, on the other hand, are allowing 

sanctimony to cloud their judgement. Above all, they 

fail to recognise how trade has brought prosperity to 

many of these poorer countries. South Korea, Hong 

Kong, and Singapore have only thrived since they 

opened themselves up to investment from wealthy 

Western countries. The outcome was anything but a 

zero-sum game: both parties appear to have benefited 

greatly from the exchange. 

Classical economists argue that a worker's wage 

reflects the value they bring to a company. They believe 

that if a company decides not to hire someone, the com-

pany's loss is equal to the wage that the worker would 

have received. In other words, they believe that a work-

er's contribution to the value of a company is directly 

related to their pay. The second assumption of classical 

economics is that a worker's wage is the lowest amount 

for which they would be willing to work. This is fre-

quently regarded as an equilibrium point where labour 

demand meets supply. However, Keynes criticised 

these assumptions because they failed to account for a 

significant real-world phenomenon: involuntary unem-

ployment. Keynes pointed out that there are situations 

in which workers are both willing and able to work at 

the current wage, but they are unable to find work. Tra-

ditional economists typically argue that this is a form 

of voluntary unemployment because they believe work-

ers are simply refusing to work for lower wages. They 

believe that high unemployment during economic 

downturns is caused by workers' refusal to accept wage 
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cuts. Keynes argued that the unemployment rate can 

fluctuate significantly without corresponding changes 

in workers' wage demands or productivity. This sug-

gests that there are other factors influencing the unem-

ployment rate, factors that the classical theory does not 

fully account for. He believed that the assumptions of 

classical theory did not accurately reflect the complex-

ities of the real world, particularly in relation to invol-

untary unemployment and workers' attitudes towards 

wages. His critique sought to expose these flaws and 

provide a more nuanced understanding of employment 

and wages. 

It's 1962, and a young, fresh graduate from Stan-

ford Business School has an unusual idea that he can't 

shake. He plans to import high-quality running shoes 

made by a Japanese company, Onitsuka Tiger, to the 

United States. Buying these shoes to sell in the United 

States was met with scepticism from everyone around 

him, including his professors, peers, and even his own 

father. Despite the sceptics, he chooses to pursue his 

vision. So, fueled by unwavering commitment, he 

boards a plane to Japan, where he will present his au-

dacious proposal to a panel of seasoned Japanese busi-

nessmen. It turns out to be a success, much to his sur-

prise and that of others, and Onitsuka agrees to send 

him 300 pairs of shoes to help him get started. With 

that, the first leg of this young entrepreneur's journey 

begins, and in the months that follow, he finds himself 

selling Japanese shoes straight from the trunk of his car. 

This is the story of Phil Knight and the birth of what 

would become one of the world's largest brands, Nike. 

Nike is an incredible company with an incredible origin 

story. Let's look at the moment Nike went public. We 

want to highlight the risks, the rewards, and the unique 

strategy Phil Knight used to overcome his fear of losing 

control of the company. So, if you've ever weighed the 

pros and cons of taking your company public through 

an IPO and wondered how that might affect your core 

business values, or even what an IPO is, stay tuned. 

Leadership Styles and Challenges in the 

Twenty-First Century 

The twenty-first century has been marked by tech-

nological advancement, rapid change, and disruption. 

During this time, the globe has accomplished unprece-

dented milestones, which have had a significant impact 

on how people work and live. The dotcom boom, tech-

nological advancements, the birth of the smartphone, 

the growth of digital as a platform, the introduction of 

social media, smart technologies such as IoT, 5G/6G, 

AI, robotics, ML, blockchain, and so on are just a few 

of the game-changing events that have occurred in a 

relatively short period of time. They have had a pro-

found impact on how organisations operate and how 

commerce is conducted globally. The explosion and de-

mocratisation of information has been a major result of 

these developments. Information, when combined with 

the rapid pace of technology-driven globalisation, has 

resulted in the emergence of a flatter, more seamless, 

and fluid global economy. We have also seen the quick 

rise of emerging economies such as China, India, Bra-

zil, Indonesia, the Middle East, and others, which has 

resulted in a shift in global economic dominance. All of 

these changes have had a substantial impact on leader-

ship's position in modern organisations. Modern exec-

utives face the difficult burden of navigating their or-

ganisations through a complicated and ever-changing 

global economic context. These strategic forces have an 

impact not just on countries, but also on industries, mar-

ketplaces, segments, and individual products and 

brands. In today's world, effective leadership necessi-

tates a proactive approach to managing change and its 

impact on long-term organisational progress. 

Kodak is a fantastic example of a corporation that 

was forced out of the market due to its leadership's fail-

ure to successfully manage upheaval and change. Ko-

dak was formerly the largest film company in the 

world. However, its leadership team failed to fully em-

brace the revolutionary transition from film to digital 

because it was fearful that digital would cannibalise its 

core industry, film. Due to the substantial reduction in 

demand for film printing during and after the digital 

revolution, Kodak was finally forced out of business 

and had to abandon the market in several of its product 

lines. Other instances include Blockbuster, Pets.com, 

and Nokia, whose failure was tied to their inability to 

comprehend the misalignment of their products with 

how the markets were growing. Many more examples 

are on the way in the near future. Leadership is a per-

sonality feature that enables an individual to influence 

the behaviour of others in order to achieve a goal or to 

persuade others to do things they would not otherwise 

have the abilities or drive to undertake. Individuals' de-

mands, motivations, and definitions of satisfaction have 

shifted dramatically in recent years. The ever-changing 

global business climate has had a tremendous impact 

on both our personal and professional life. Leadership 

is even more important in these uncertain times. A few 

key issues confronting leaders in the twenty-first cen-

tury are described below. 

Geopolitical volatility. Geopolitical issues can 

cause organisations to suffer quick yet devastating 

damage. Uncertain geopolitical conditions can drive 

capital investments away and drain financial assets. 

High geopolitical volatility may also result in harsher 

government regulations in local markets, making it 

more expensive for organisations to do business in spe-

cific locations. Geopolitical risks have progressively 

become a key problem for leadership teams, as most of 

the components, including as governments, legislation, 

the environment, trade, labour markets, and so on, are 

beyond their control. 

Technological disruptions. The twenty-first cen-

tury has been marked by technological disruption, with 

futurologists and trend analysts claiming that disruption 

is becoming the norm. Organisations across various in-

dustries and sectors, from healthcare to manufacturing 

to computers, have been influenced by technological 

disruption. Data mining firms are creating human DNA 

databases to advance the science of personal identifica-

tion, 3D printers are being used to print building equip-

ment, everyday products, entire houses, and artificial 

human organs, and the combination of cloud computing 

and artificial intelligence has expanded the scope of 

data-driven decision making. These are just a few ex-

amples of how technology has altered the norm in the 
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twenty-first century. The rise of entrepreneurship and 

startups is linked to these technological upheavals. 

Startups are quick, agile, and have the potential to sig-

nificantly disrupt existing models by developing new 

methods of creating and selling products. All of these 

changes have a substantial impact on organisations' 

business and operating structures, as well as how con-

sumers must be treated in today's and tomorrow's mar-

ketplaces. 

Economic and political uncertainty. When or-

ganisations analyse geopolitical risks at the country 

level, they must deal with economic and political un-

certainty. Any organisation (whatever of size) wishes 

to operate in economic and political situations that are 

stable. Countries with frequent labour strikes, societal 

upheaval, and turmoil can have a significant negative 

impact on revenues, profits, and investments. Manag-

ing economic and political uncertainty has become a 

significant leadership problem in the twenty-first cen-

tury. As organisations strive to expand faster and 

startups look to scale up faster, economic and political 

volatility must be factored into every growth strategy. 

Shifting demographics. On a worldwide scale, 

considerable demographic changes have occurred, in-

cluding shifting family patterns (rise in dual-income 

and single-parent households), an older population (re-

quiring more health and social services), and an in-

crease in workforce diversity. Because of these changes 

in demographic makeup, demand for a company's prod-

ucts and services fluctuates on a regular basis. It also 

implies that a company's product portfolio is under on-

going pressure to remain relevant. This is a problem for 

leadership teams in terms of developing growth fore-

casts or developing a sustainable growth plan. 

These issues require next-generation leaders to 

take a different strategy to managing and expanding 

their organisations in the twenty-first century. Here are 

some considerations for boardrooms to consider as they 

develop their leadership strategies for the 21st century. 

Having a balanced short and long-term lens. 

Organisations are constantly under pressure to high-

light  short-term business wins over long-term 

plans. Organisations must adopt a short-term perspec-

tive in order to report quarterly earnings and profits to 

satisfy shareholders and financial experts. Long-term 

initiatives, on the other hand, which necessitate the 

commitment of organisational resources and deep 

thought, are crucial for success in today's world. When 

it comes to capital spending and resource allocation de-

cisions, the ongoing tug-of-war between short-term and 

long-term objectives causes ambiguity and raises risk. 

Leadership in the twenty-first century necessitates 

striking a strategic balance between short-term and 

long-term company goals. Achieving this equilibrium 

is crucial in order to resist forces that have a mid- and 

long-term influence (e.g., geopolitical variables) as 

well as those that have a short-term impact, such as a 

labour strike, civic unrest, competitor copycat behav-

iour, and so on. Leaders in the twenty-first century must 

strike a balance between meeting stakeholders' expec-

tations through short-term gains and long-term initia-

tives that expand and strengthen the company's reputa-

tion. 

Resilience. In the twenty-first century, resilience 

will be a critical component of boardroom leadership 

success. Resilience on all fronts is a requirement in to-

day's world. Rapidly changing consumer demand pat-

terns, the ever-increasing pace of technology-induced 

disruption, increased market fragmentation, fast shifts 

in economic development potential, increasingly fluid 

labour markets, and low entry costs into any market are 

all elements that require resilience to manage. On top 

of that, there are constant diversions in the shape of 

fads, trends, the expansion of digital platforms, and the 

proliferation of selling channels. Leadership teams 

must be focused on fundamental components of strat-

egy and relentlessly deliver against them in order to 

meet both short-term and long-term organisational ob-

jectives. This necessitates them being resilient in the 

face of negative forces, which will almost certainly be 

present in some way or another. 

Horizontal and vertical leadership. Horizontal 

leadership refers to uniting teams and motivating them 

to support and achieve a common goal. Vertical leader-

ship, on the other hand, is the antithesis of commanding 

teams under one's direction in a top-down, military-

style approach. Effective leadership is found some-

where in the middle of these two opposing leadership 

styles. Organisational structures, cultural diversity of 

work forces, worldwide presence, command-and-con-

trol systems, and the role performed by local entities 

determine leadership styles in today's globe. As the 

globe flattens and becomes more linked, effective lead-

ership styles increasingly tend to tilt towards giving 

teams more ownership and responsibility. In a world of 

collaboration, communities, and networks, leadership 

teams must listen intently, facilitate the sharing of in-

formation and perspectives, and foster a trusting envi-

ronment. Vertical leadership plays a part as well, but in 

a different way: being able to make judgements in con-

fusing situations, assisting teams in managing conflicts, 

acting as a guide in uncertain times, or leading with 

conviction, courage, and empathy. 

Global viewpoints and local insights. We now 

live in a society that is becoming more globalised while 

also awakening to a sense of nationalistic pride. A high-

level examination of firm operating models will find 

that local country entities play a larger role in global 

organisations. Startups with extremely disruptive con-

cepts begin at the national level before expanding glob-

ally. This is true not only for the workforce, but also for 

customers, who are, at the end of the day, two sides of 

the same coin. As a result, when it comes to leadership, 

it is critical to strike a balance between global perspec-

tives and local peculiarities. Effective leadership can 

only have a long-term impact when it has an impact on 

individuals. Incoming CEOs are now expected to travel 

throughout the world and meet teams from all local 

market organisations. This is just one of many aspects 

of harmonising global and local perspectives. As organ-

isations become flatter and local entities play a larger 

role, boardrooms must pick executives who can influ-

ence and lead across numerous regions and cultures. 

Having a visible face is insufficient. Connecting with 

people across the organisation, both internationally and 
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locally, will be a distinguishing aspect of successful 

leadership in the twenty-first century. 

Strong strategic compass. Leaders and executive 

teams in the twenty-first century must have a strong 

strategic compass. Great leaders must be self-aware, be 

passionate visionaries, have a strong sense of purpose, 

and have a clear sense of direction when leading their 

people. Last but not least, their personal vision should 

be completely aligned with the organization's. In to-

day's uncertain circumstances, a leader's operational 

approach should stay agile. Although progress towards 

long-term organizational goals is vital, a leader should 

be open to examining and accepting alternative ap-

proaches to these goals. Leaders, like a compass that 

always points north, must be unwavering even in the 

face of great disruption and mayhem. 

Globalization. Global consciousness is growing 

in many industries and communities around the world. 

This transformation in perception and action has had an 

impact on all aspects of society. Instead of focusing 

solely on the United States, marketing of American 

consumer goods, manufacturing, and even entertain-

ment has grown to a global scale. This globalisation of 

manufacturing, marketing, and competition has re-

sulted in the formation of multinational corporations 

built to compete on a larger economic playing field. 

The economy as a whole has gone global. The eco-

nomic troubles of Mexico, the United Kingdom, or any 

other country have an impact on the global economy. 

The stock markets are interconnected. 

Increasing Environmental Stress. Environmen-

tal issues and the environment's ability to support the 

world's inhabitants in the future are getting increasingly 

difficult. While the United States may lead the world in 

pollution control, environmental issues transcend na-

tional borders. Conflicts between economic and envi-

ronmental concerns rage on over the world. This is ev-

ident in the debates over the use of old growth forests, 

wetland preservation, fishing rights, and legislation 

governing chemicals that have an impact on the envi-

ronment. Concerns regarding our fresh water table are 

likely to grow as a result of industrial runoff and other 

infractions. Landfills are still overflowing with rubbish, 

putting more pressure on recycling. Toxic waste, land 

development, and complicated environmental phenom-

ena all contribute to health education and human and 

animal welfare concerns. 

Increasing Speed and Dissemination of Infor-

mation Technology. Mass communication has con-

nected the world in ways that were unheard of fifty 

years ago. While the Pentium chip is the most recent 

innovation to computers this year, nanotechnology is 

just around the bend. Nanotechnology will enable the 

application of techniques in every subject, from micro-

biology to political science that will substantially re-

duce equipment size while increasing processing and 

disseminating information capacity. Electronic pieces 

of information are now sent almost instantly. The Inter-

net, CNN, and major news networks rapidly transmit 

information around the world. As a result, we know 

what happened halfway around the world very in-

stantly. Keeping information private is nearly impossi-

ble. Information technology is made up of "bits," and 

"bits" do not react in the same way that consumer items 

do. Consumer items can be halted at borders and their 

value declared. "Bits" flow across borders electroni-

cally, with minimal control. This could explain why our 

organizations, communities, and individuals now have 

permeable boundaries. For example, while the Chinese 

students were protesting in Tienamen Square, they 

were also communicating with the rest of the world by 

fax and other media. The Chinese authorities found it 

difficult, if not impossible, to control the immediate in-

formation. There are several examples of this. 

Changes in Science and Society. The recent an-

nouncement of sheep cloning foreshadows the form of 

things to come from genetic engineering. One of the 

scientific advances that will impact our lives is genetic 

engineering. Bio-medical technology will not only con-

tinue to uncover the secrets of the DNA code, but it will 

also drastically alter how we cure diseases and generate 

and grow food. New political, social, educational, and 

organizational frameworks will be required to accom-

modate social changes. Gender stereotypes will also be 

modified and publicly disseminated. All of these ad-

justments will blend together with little delay. These 

four trends are mutually shaped by and interact with hu-

man beings' ethical and spiritual dimensions. "Can hu-

mans develop the self-discipline to choose how they 

currently interact with each other and the environ-

ment?" becomes the task and question for leadership. 

Can we learn to live in harmony with one another? Can 

humanity learn to coexist with nature? Can we acceler-

ate our understanding of complicated, dynamic diffi-

culties and problems? Will the human race grow and 

support the necessary diversity to meet and surpass the 

complexity of the future dynamic system? How far 

does our current state of consciousness go? What im-

pact does our current human potential have on today's 

and tomorrow's challenges?" 

"Wherever you see a successful business, some-

one once made a courageous decision," observed the 

late professor Peter Drucker. Leadership in the twenty-

first century will be a series of daring decisions. How-

ever, more difficult positive leadership will have a 

greater influence during these circumstances. Some of 

the headwinds that global business is currently encoun-

tering are the strongest in the world economy's history 

(followed closely by the two Wars). To effectively trav-

erse such headwinds, an organization need leaders with 

courage, conviction, strong mental fortitude, unshaka-

ble focus, and a strong sense of purpose. But we must 

also remember that a leader cannot do anything on 

his/her own. This is more important now than ever be-

fore. A leader must have an open mind, be open to co-

operation, be able to align opposing ideas, and have the 

charisma to lead teams with diverse motives and needs 

in order to achieve crucial organisational objectives. 

The old perspective of business leaders as figureheads, 

chiefs, and commanders is fast fading. The characteris-

tics traditionally associated with these roles, charisma 

and vision, are still crucial in leadership positions, but 

they are not sufficient in and of themselves. To be suc-

cessful in today's dynamic corporate market, executives 

must be able to seamlessly transition between numer-

ous responsibilities. At times, they may need to serve 
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as commanders-in-chief of their organisations, while at 

others they may need to serve as mentors to a high-per-

forming team or individual. It all comes down to lead-

ership adaptability and the ability to effectively lead 

across generations, cultures, mindsets, and different 

sets of incentives. Some important success characteris-

tics for corporate leaders in the twenty-first century in-

clude: 

Purpose. Having a purpose is crucial, but having 

an inspirational one is critical. Leaders must have a per-

sonal purpose ("what I want this organisation to 

achieve") that is congruent with the organisational pur-

pose ("what this organization stands for"). Both busi-

nesses and their leadership teams should have a defined 

purpose that extends beyond annual revenue and profit 

goals. With an unrelenting focus, a clear vision, and a 

genuine belief in the cause, leaders must walk the walk, 

not just talk the talk. Leaders who do not practise what 

they preach are rapidly abandoned. Leaders who do not 

lead with clarity and focus suffer the same fate. All of 

these qualities of leadership are required in the twenty-

first century. 

Resilience.  As previously stated as a crucial im-

plication, resilience will be a highly sought after trait 

among today's leaders. Failures are viewed as transitory 

setbacks and opportunities to grow by resilient leaders. 

During times of upheaval, they also have a strong per-

sonality and a positive outlook. A resilient leader finds 

methods to go forward and stay ahead of the curve in 

the midst of uncertainty. To demonstrate resilience, 

leaders must communicate regularly and purposefully, 

be brave while making long-term strategic bets, and en-

courage an ever-improving mentality across the organ-

isation. 

Networks.  Many executives undervalue the sig-

nificance of networks both within and outside of their 

organisations. Among the advantages of tapping into 

and leveraging networks are: 

 Getting to know the organization's main stake-

holders better 

 Identifying the obstacles that are impeding 

teamwork and innovation 

 Effective critical communication cascade to 

the most influential stakeholders 

 Identifying and attracting outstanding talent in 

the marketplace 

 Identifying possible new suppliers, new tech-

nology, consultants, or other industry leaders who can 

help enhance business performance 

 Creating, shaping, and implementing success-

ful career paths 

Long-term lens. Leaders in the twenty-first cen-

tury will need to focus on long-term strategy rather than 

short-term tactics, as well as the ability to think and 

plan ahead rather than becoming bogged down by spe-

cifics. They will need to have a vision for the future in 

order to lead the road towards strategic execution. 

Leaders can accomplish this by identifying internal 

stakeholders, investors, and shareholders that share 

similar long-term ideals and then working tirelessly in 

cooperation with them. S&P Dow Jones Indices estab-

lished its Long-Term Value Creation Global Index in 

2016, which assists investors in identifying firms with 

the potential for long-term value creation. Another 

strategy to keep the long-term in mind is to properly 

explain the goals, road map, and implementation plan 

both internally and outside. 

Adaptability and Agility. Great leaders are sup-

posed to be able to think outside the box. Rather than 

constantly recreating the wheel, they learn to do new 

and surprising things with the tools they already have, 

and they encourage others to do the same. Leaders in 

the twenty-first century must be able to consistently in-

novate and effectively manage disruptions. To accom-

plish so, they must remember that everyone has some-

thing to offer and create an environment in which every 

employee feels comfortable suggesting ideas and pro-

posing solutions. This will go a long way towards de-

veloping an adaptive and flexible organisation that is 

ready to meet disruption. 

Culture Orientation. Last but not least, leaders 

must never take their employees for granted. Employ-

ees at all levels of the organisation must be continually 

invested in through skill development, coaching, and 

welfare. According to studies, millennials are making 

up an increasingly larger portion of the workforce today 

(about one-third of the worldwide workforce), and they 

desire more freedom and control over their lives and 

professions while still being on track for career ad-

vancement. Leaders must comprehend these broad 

transformations in attitudes towards work and the 

workplace while remaining guided by a set of con-

sistent values in order to strengthen brand equity and 

organisational culture. If CEOs do not prioritise people, 

their organisations will suffer from frequent churn, 

stalled progress, and diluted vision. 

Every day, we see changes in how people live and 

work, as well as how they lead, manage, and communi-

cate. Nonetheless, a leader in the twenty-first century 

must be able to ensure that the subordinate is consid-

ered as a member of the organisation, not just a worker 

who is ordered and instructed around. In this sense, a 

leader must be able to foster a culture of trust and com-

munity within the organisation. Parallel to this view-

point, leaders fail to recognise the importance of strate-

gic communication in ensuring that their people do the 

right thing rather than just doing the right thing by care-

fully managing the internal and external relationships 

in supporting organisational growth Zerfass and Huck, 

in their study, discussed leadership as a medium for 

communicating the vision of the organisation, in both 

transactional and transformational leadership. Mem-

bers of the organisation desire a leader who can moti-

vate them and teach them how to accomplish something 

they can't do. A leader is defined as someone who not 

only exemplifies but also has the capacity to express the 

activity clearly and loudly. A leader must, in this sense, 

walk the walk. A superior-subordinate connection is 

critical in ensuring that decisions are accepted by eve-

ryone in the organisation. According to Rost, in the 

twenty-first century, leadership has taken on a new di-

mension that incorporates collaborative efforts among 

group members. As a result, the essence of leadership 

is not just the leader's responsibility, but the interaction 

between the leader and the subordinates. 



Norwegian Journal of development of the International Science No 121/2023 135 

Communication among colleagues and fellow em-

ployees is carried out in the organisation to communi-

cate and retrieve information in a timely and effective 

manner, coordinate and complete job responsibilities, 

make decisions, and lastly to minimise or resolve con-

flicts in the organisation. Communication in organisa-

tional life provides a foundation for understanding vir-

tually every human process that occurs in an organisa-

tion, such as conflict, cooperation, decision making, the 

use of power and authority, compliance gaining, re-

sistance, morale and cohesion, and relationship creation 

and maintenance. According to Littlejohn and Foss, an 

organisation consists of at least two or more persons 

who are interdependent in terms of input, throughput, 

and output. They collaborate to produce, sell, or serve 

another party, often known as a client, customer, or the 

general public. According to Beebe and Masterson, 

communication is the process of acting on information. 

It is also a process in which messages are delivered and 

received at the same time, allowing us to make sense of 

the world and share that understanding with others. In 

most circumstances, face-to-face communication pro-

vides the best chance to explain meaning and address 

doubt and misunderstanding. Several academics have 

discovered that how members of a group interact with 

one another is critical in determining what happens 

when people collaborate. 

Communication's duties in the workplace include 

controlling what goes between the employer and the 

employee, motivating employees, balancing the de-

mands and goals of the organisation, and facilitating 

decision making. There are also traditional communi-

cation positions such as gatekeeper, liaison, bridge, iso-

late, cosmopolite, and opinion leader. Today, mastering 

communication skills is a prerequisite for any leader. It 

is no longer an option, but rather a prerequisite for 

achieving greatness. Leaders must communicate effec-

tively. The performance of the organization's members 

is determined by the leader's decisions. Making a deci-

sion is important, but putting it into action is another 

matter. As a result, harnessing communication abilities 

is empirical for leaders. After all, relationship building 

is at the heart of effective leadership communication. 

Kouzes and Posner identified six greatest characteris-

tics: honesty, foresight, inspiration, competence, fair-

ness, and support for an appreciated leader. These char-

acteristics are especially significant in the superior-sub-

ordinate relationship because they enable people to 

close ranks regardless of the status quo. In order to 

solve the issue of relationships between a leader and his 

or her followers, the leader must grasp what communi-

cation is and how it contributes to ensuring that the ac-

tion is communicated. Eisenberg claimed that the most 

significant communication mechanisms in organisa-

tions are those that govern interactions between superi-

ors and subordinates. 

The practise of leadership in this sense is linked to 

the supremacy of the authority, which resulted in the 

responsibility not only to plan, but also to lead and en-

sure that the subordinates follow it. This will later trans-

fer into good rapport between the leader and the mem-

bers. According to Gibb, a supportive climate leads to 

subordinate satisfaction and communication accuracy, 

whereas a defensive climate leads to discontent and 

communication distortion. As a result, the leader must 

understand the organization's communication structure 

in order for information to be transmitted successfully. 

According to Daniel et al., formal communication re-

fers to message flow between organisational positions 

via officially defined channels. Knowing where the 

communication will flow and terminate is critical since 

it impacts the outcome of the message being delivered. 

It is a waste of time and effort if the members do not 

get the message; even more so if it costs the organisa-

tion money. When considering formal communication 

flow, the organization's hierarchy structure is critical. 

According to Daniel et al., the concept of hierarchy is 

so deeply embedded in organisational life that formal 

communication is typically characterised in terms of 

the three directions of message flow inside a hierar-

chical system: downward, upward, and horizontal. To 

ensure that commercial transactions are completed, the 

leader must communicate. These practises span from 

settling basic difficulties among stakeholders to making 

critical decisions that could cost millions of dollars at 

the corporate level. Again, communication remains a 

critical indication for good service, delivery, and devel-

opment at all levels of organisation that cross roles and 

actions. To that degree, the manner the leader com-

municates with the members includes a variety of de-

livery mechanisms along the information flow. Work 

relationships will grow stronger, more informed, and 

meaningful when a leader is able to handle communi-

cation successfully. The following are the purpose of 

leadership in the twentieth century. 

 To foster an atmosphere in which people can 

thrive, grow, and live in harmony with one another; 

 To promote peace with environment and so 

ensure future generations' sustainability, 

 To build communities of mutual care and 

shared responsibility, where everyone counts and eve-

ryone's welfare and dignity is valued and supported. 

Communication is a critical element in providing 

good leadership in the twenty-first century organisa-

tion. As a result, modern leaders must understand and 

apply innovative technologies. Setting the proper 

course and aligning people with the desired course. Sig-

nificantly, future leaders must be able to ensure that 

subordinates are treated as members of the organisa-

tion, hence determining employee motivation and per-

formance through consistency in offering excellent 

leadership. In this regard, Mai and Akerson offer im-

portant techniques for providing unambiguous direc-

tion to subordinates. 

 Focus on a single goal whenever possible, but 

make sure it is clearly stated how it fits in with every-

thing else. 

 Keep the conversation to two or three main 

ideas. 

 Prioritise the main points. 

 Translate strategy into operational jargon. 

 Rephrase yourself. 

 Explain the thinking behind any actions or de-

cisions. 

 Invite questions and then wait for them. 

 Compile a summary 
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20th Century Leadership Practice and Pattern 21th Century Leadership Practice and Pattern 

Leadership Service 

Transactions relationships 

Inside Out Outside in 

Top- Down Bottom Up 

Boss to Employee Leader to Leader  

Administer Empower  

Efficient Effective  

Centralized De Centralized  

Information Judgment 

Value in Natural Resources, Products Value in People 

Individual Accomplishment Collaboration  

Tangible Value Intangible Value 

Credentials Lifetime Learning  

Quantitative Soft Skills 

Linear Intuitive  

Inputs Output  

Time Management Value Management 

Security Adaptability  

Specialist Adaptable Generalist  

Hidden Liabilities Undiscovered Value 

Autocrat/ Micro Manager Coach, Conductor  

Workaholic Integrated Life  

Male/ Patriarchal Model Female/ Inclusive Model  

Brick and Mortar Virtual  

Organization Chart Digitized Information String  

Speak Listen  

Institution Network 

National Global/ Local 

Authority Conferred Consent Earned  

Small Array of Leadership Styles Infinite Leadership Styles  

Retirement Redeployment  

Failure Stepping Stone 

Authoritarian Renegade  

Answers and Assertions Questions  

Broadest and inform Narrowcast and Engage  

Employees Team Members 

Work Life Separation Work Life Integration  

Career Path Life Path  

Servant/Ethical leadership Leadership  

Figure 1: Leadership differences between twentieth and twenty-first centuries.  

 

Collaborative is the new leadership paradigm has 

been called by a number of different names like, shared, 

participatory, collective, collaborative, cooperative, 

democratic, flexible, inclusive, roaming, distributed, 

relational, and post heroic are some of the names given 

to the new leadership paradigm. While agreement on 

the name of this "new leadership" has yet to be reached, 

there is a growing recognition that the hierarchical lead-

ership patterns that served us in the past are not well 

suited to the global complexity, rapid change, interde-

pendence, and multifaceted challenges described 

above. The fundamental issue in the information era 

will be to inspire the new, better-educated workforce to 

be committed, self-managing, and life-long learners. 

The roots of this "people-focused" leadership can be 

found in democratic traditions. It is based on the con-

cept that in the complex future, "answers are to be 

found in community" (Wheatley) in group-centered or-

ganisations where "everyone can learn continually" 

(Senge). Followers are being changed into collabora-

tors, partners, co-leaders, life-long learners, and lead-

ers. The command and control leaders at the top of the 

pyramid are being challenged to change as the demand 

for this new leadership develops. They will be expected 

to become facilitators, stewards, coaches, designers, 

and teachers (Senge). They are being challenged to be-

come leaders who "walk their talk" and serve as role 

models by encouraging others, delegating, and serving. 

Effective leaders recognise that everyone have leader-

ship qualities that can and should be recognised and uti-

lised. As a result of the new leadership paradigm, our 

conceptual framework of what leadership is and what 

effective leaders accomplish is being restructured. It is 

redefining the role of "followers" and reshaping the de-

sign of organisations for the twenty-first century. This 

spirit is captured in a recent brochure from the Robert 

Greenleaf Centre on Servant-Leadership, which states, 

"The old organisational pyramids of the nineteenth cen-
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tury are crumbling, being replaced by upside-down pyr-

amids and circles and connections." The term collabo-

rative and reciprocal leadership is used here to describe 

the process at the heart of this change. Because collab-

orative leadership is more adaptable and fluid, focused 

on relationships and people's needs, we do not intend to 

obsess on a definition or a single notion that represents 

"new leadership." What is more crucial is to help indi-

viduals understand and practise the objective of the new 

leadership, as well as to explain how collaborative lead-

ership concepts can work for them in the setting in 

which they choose to lead. The integration of the past, 

present, and future is required for evolution or advance-

ment. In the midst of constant change in an interde-

pendent society, this awareness provides a stable foun-

dation from which to move forward into the uncertainty 

of tomorrow, knowing that collaborative structures 

have served people well in the past and can lead the way 

to cooperatively shape the future. 

The awareness that no single person has the solu-

tions to the multifaceted difficulties that a group or or-

ganisation must handle is a fundamental tenet of col-

laborative leadership. In this setting, leadership neces-

sitates a set of values that enable all members to act, as 

well as a method that permits the collective wisdom to 

emerge. These ideas must be founded on the belief that 

people have the knowledge and creativity to solve the 

difficulties they encounter. They promote the formation 

of organisations that promote collective action through 

a common vision, ownership, and mutual values. The 

natural sciences, as well as history, have had a signifi-

cant impact on the emergence of collaborative leader-

ship. The Newtonian view of a mechanistic world in 

which people obeyed instructions and repeated, taught 

answers sufficed has given way to an organic, systems-

oriented, and dynamic understanding of how people, 

groups, and organisations function. This systems per-

spective necessitates nonlinear, comprehensive, and di-

verse leadership techniques that emphasise interactive 

engagement, open communication, continual learning, 

and relationship focus. Leadership then becomes the 

design of systems, institutions, and environments in 

which this interaction and learning can take place. 

While change and adaptability are important aspects of 

a systems approach, there are core principles that nur-

ture the interaction and learning that are essential to col-

laborative leadership. As Wheatley has stated, "Lead-

ership is making sure you have the right patterns in 

place." Senge refers to this as fashioning an environ-

ment "where everyone takes on the responsibility for 

learning." Seven of these principles are as follows: 

1. Promoting a Collective Leadership Process 

"Post heroic" leadership shifts away from the idea that 

the "great man" has all the answers and towards a 

shared, distributed, and fluid understanding of leader-

ship. This is founded on the notion that different people 

assume leadership roles depending on the need, con-

text, and requirements, and that everyone has leader-

ship potential. Collaborative leaders foster friendly and 

open workplaces that stimulate initiative, facilitate in-

formation exchange, and recognise each individual's 

contribution. Individuals are also encouraged to study 

and develop their leadership skills. As a result, leader-

ship is supporting others to grow and learn. For exam-

ple, in Scott Peck's work on community building, the 

"leader" is a facilitator whose purpose it is to develop 

and maintain a "safe space" in which individuals can 

discover themselves and learn to interact to one another 

honestly. The emphasis shifts away from the individual 

leader and onto the group, community or organisation. 

In truth, the nominal leader may not always be obvious. 

2. Creating a Learning Environment a learner-cen-

tered organisation or group encourages continual self-

development and reflection. Listening, encouraging 

open-mindedness, seeking constructive input, sharing 

ideas, and considering conflict as a chance for progress 

are all cultural norms. People who are closest to the 

problem or opportunity are encouraged to interact and 

come up with ideas or novel methods. Senge believes 

that in order to accomplish this, the group must operate 

"in a mode of inquiry, knowing that nobody knows and 

everybody can learn continuously." As the group or or-

ganisation practises learning together, open communi-

cation, mutual trust, shared purpose, and a sense of 

communal ownership arise. Senge describes this as 

"communities of commitment where people are contin-

ually learning how to learn together." As a result, peo-

ple can step outside of their comfort zones and face the 

risks that come with managing change. 

3. Supporting Relationships and interconnectivity 

People's relationships and interconnectivity become a 

major dynamic in collaborative leadership. Respect, 

honesty, expecting the best from others, and the oppor-

tunity to exercise personal choice are values that pro-

vide the groundwork for covenant partnerships to flour-

ish. These bonds are built on mutual trust and account-

ability. Collaborative leadership focuses on increasing 

the capacity of individuals and groups to live these prin-

ciples, to profit from their interdependence, and to rec-

ognise that disagreement and diversity may stimulate 

growth and creativity. Relationships are also reinforced 

by the formation of a shared vision, which helps people 

to create common goals, set common directions, and 

rise above self-interest. Shared vision and values serve 

as a governing force that allows people to organise and 

manage themselves, allowing them to complete tasks 

without the need for control or rigid policies and proce-

dures. 

4. Power and ownership must be disseminated 

throughout the organisation for leadership to be collab-

orative or shared. Shared power indicates that everyone 

is responsible for leading, making decisions, and learn-

ing. Groups and teams are frequently utilised to make 

decisions, sometimes by consensus. Individual integ-

rity and peer agreements underpin accountability and 

responsibility. Partnerships and coalitions form as peo-

ple work together to achieve common goals, resulting 

in lateral networks of mutual influence (Rost and Ni-

renberg). This approach is described by Kil Janow in 

The Inventive Organisation as many relationships func-

tioning in a flexible, flattened structure based on part-

nerships, selfregulation, and interdependence. Naisbitt 

and Aburdene refer to this as a lattice or grid in Re-

Inventing the Corporation, where power is found in the 

centre rather than at the top. As a result, hierarchical 
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structures are being replaced by crisscrossing networks 

with overlapping, shifting, and flexible boundaries. 

This web-like structure encourages active engagement, 

interaction, and empowerment. 

5. Because it flips hierarchical leadership upside 

down, practising Stewardship and Service Stewardship 

is the cornerstone of reciprocal or shared leadership. 

Stewardship is concerned with meeting the needs of 

others rather than with exercising privilege, power, and 

control. Stewardship, according to Block, prefers col-

laboration over patriarchy or hierarchy; empowerment 

over dependency; and service before self-interest. As a 

result, the leader is "in service, rather than in control." 

In his seminal work The Servant as Leader, Robert 

Greenleaf explains this dedication as "wanting to serve 

first." Then, by conscious choice, one aspires to lead." 

The litmus test of collaborative leadership is whether 

people's needs are met. People can form a community 

of shared responsibility when they feel respected and 

valued as partners. 

6. Respecting Diversity and Inclusiveness In order 

for people to respect one another, create trust, and speak 

honestly, they must first learn to embrace and value in-

dividual differences. The rich soil that promotes rela-

tionships, collaborations, and collaborative networks is 

diversity. This is represented in Scott Peck's statement, 

"Perhaps the most necessary key to community 

achievement is the appreciation of differences." Re-

specting each person's perspective and personal style 

allows them to offer their ideas and talents so that peo-

ple can learn together. Furthermore, inclusivity is an 

important part in transforming followers into stake-

holders and cultivating community ownership. It is an 

idea that diversity fosters creativity and greatness. Re-

specting other points of view, encouraging open-mind-

edness, engaging in discourse, and listening with atten-

tion and empathy can all help to develop real diversity. 

7. Committing to Self-Development The collabo-

rative or shared leadership movement is, at its core, a 

personal transformation fueled by "A commitment to 

work on yourself first." (Block) Greenleaf believed that 

the motivation to serve was based on the desire for one's 

"own healing." Leaders model how to focus on personal 

mastery and competence by working on personal learn-

ing and progress. 

This authenticity and ability to actually "live" the 

principles of collaborative leadership is reflected in 

Wheatley's statement, "We must be what we want to 

become, we must, in every step of the way embody the 

future towards which we are aiming." This resonates 

with Mahatma Ghandi's words who recognised that 

personal transformation was the heartbeat of leader-

ship: "We must be the change we wish to see in the 

world." So, if these are the collaborative leadership 

principles, what are the practises or functions that col-

laborative leaders must perform? The following are the 

functions of collaborative leaderships: we must focus 

on the purpose of leadership rather than the definition 

of leadership; the new leadership paradigm is collective 

and reciprocal; and there are tremendous trends propel-

ling us in this direction. 

Creating a culture of collaborative leadership be-

gins with a shared vision that is supported by a set of 

specific values or beliefs that are interwoven into the 

person's behaviour. For a person to practise this type of 

leadership, some "inner work" is required. The practise 

of real collective or shared leadership does not occur 

without this inner work. Values and beliefs are the start-

ing point for this inner effort. People who practise 

shared leadership think that everyone is capable of 

leading themselves. Furthermore, they believe that the 

talents and resources required to complete a task can be 

found among the members of the group rather than in a 

single leader. As a result, the purpose of positional lead-

ers is to offer a structure that allows individuals to lead 

themselves rather than to direct or tell them. This im-

plies that positional leaders share or spread the "power" 

of their position. As a result, they enable the group to 

take on responsibility and discover their own ability to 

collaborate, decide, plan, and act. They are willing and 

able to share their position's authority to the greatest ex-

tent possible under the circumstances. Their personal 

authority is still obvious, but they share their positional 

power. They may substitute or transform the desire for 

positional dominance for the pleasure of witnessing the 

group's evolution as a learning organisation or commu-

nity. After weaving the agreed vision, modelling is an 

important component. There is honesty in their concept 

of shared leadership, which is mirrored in how they 

structure and respond to the group's progress. This con-

fluence of practise, vision, and modeling offers group 

members confidence that leaders "walk their talk" by 

believing in each individual and their collective action. 

Collective/Reciprocal leaders devote time to establish-

ing the environment as a learning environment. This 

could include the following: First, they establish the bar 

for success. Second, the group is encouraged to take 

risks and question conventional wisdom. 

They are even encouraged to question their own 

ideas about what they can and cannot do in the absence 

of precise direction from a positional authority. The es-

tablishment of a safety net encourages risk-taking. The 

safety net fosters an environment in which group mem-

bers believe it is safe to confront and exercise personal 

choice in the pursuit of mutually declared goals. Peo-

ple, according to Peter Block, trade sovereignty or free-

dom of choice for safety. A vital stage in the transition 

to the new paradigm of shared leadership is for group 

members to use the freedom of choice that comes with 

being responsible and accountable to themselves and 

each other (Kelley, 1992; Chaleff, 1995). All group 

members are given information so that they have 

enough knowledge and understanding of the work to 

make an informed decision (Wheatley, 1996). Posi-

tional leaders do not have to be the major source of 

knowledge. Most of the time, members must rely on 

one another and their abilities to obtain reliable infor-

mation rather than a positional authority. This shift in 

information source leads to increased self-sufficiency 

and interdependence. Members begin to believe they 

can influence the situation and the outcome after having 

power, choice, and information. The ensuing accumu-

lation of actual triumphs reinforces this idea. The inter-

dependent structures and linkages aid in the under-

standing of how diverse skills are distributed among 

group members. This promotes the group's acceptance 
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of varying levels of readiness to put this mix of individ-

ual responsibility and shared leadership and accounta-

bility into practise. It also teaches members that they 

can both learn from and rely on one another. These in-

terconnected structures provide assistance to group 

members as they collaborate to complete the assigned 

task. As groups learn this new behaviour, they require 

confirmation that the ambiguity or anxiety they may be 

feeling as a result of this new way of operating is nor-

mal and that their sentiments are part of group transfor-

mation. A group frequently experiences ambiguity, ir-

ritation, disorientation, dread, insecurity, and a desper-

ate yearning for positional leaders to come to their aid. 

All of this moves leaders' roles to that of facilitators, 

supporters, advisors, and, on occasion, teachers. This 

experience has resulted in excitement, ownership of the 

process and product, confidence and competency, and 

better ideas and learning for group members. 

To deal with these particular problems, leaders in 

the twenty-first century must acquire a modern attitude. 

Agility is the key. It is critical to be adaptable, open to 

change, and proactive. As a leader, you must engage on 

a deeper level with your team members, creating an en-

vironment where innovation thrives and change is not 

feared but welcomed. As a result, effective leadership 

in the twenty-first century can be reduced to a few key 

activities. For example, instead of focusing exclusively 

on output, adopt a more people-centric management 

style; design innovative ways of working and strategies 

that are appropriate for the current situation; and ag-

gressively implement new procedures and inspire 

teams to embrace change. This modern leadership ap-

proach draws on a wide range of skills and attributes, 

including: fostering innovation, collaboration, and a 

sense of purpose while building resilient teams; tapping 

into the potential of each team member; leveraging the 

power of data to boost team performance and drive 

business growth; ensuring consistent productivity 

while managing remote teams; and focusing on self-de-

velopment to adapt and grow in an ever-changing 

world. In this new era of leadership, the importance of 

effective communication and, more crucially, active 

listening cannot be stressed. Employee listening tech-

nologies have become a vital asset for modern leaders 

who want to be in tune with their teams' thoughts, is-

sues, and suggestions. When it comes to making strate-

gic, business-oriented decisions, leaders in govern-

ment, non-profit, and education organisations have dis-

tinct hurdles. These decisions have significant 

implications with high stakes if they are not well 

planned and performed. 

Conflicts and bloodshed, repression and oppres-

sion have always existed in the globe, resulting in situ-

ations where no one truly wins and culminating in stale-

mates that degrade economic order - and the human 

condition. Whether or whether conflicts can be won, 

the human cost of constructing a durable peace must be 

considered, and this task now falls to our future leaders 

and followers. Expert contributors to Peace, Reconcili-

ation, and Social Justice Leadership in the Twenty-First 

Century look at how leaders and followers might pro-

mote pacifism, peace building, nonviolence, for-

giveness, and social collaboration. The chapters con-

centrate on the impact of constructive public policies 

on national and international order, as well as the func-

tion of leadership and followership in reconciling dif-

ferences and personifying space. They incorporate les-

sons learnt from post-conflict societies in Rwanda, Sri 

Lanka, Bosnia and Herzegovina, Chile, and other 

places to remind us all that peace is a community effort 

in which no one can be left out. This research, which 

brings together top scholars and practitioners from the 

fields of leadership, followership, transitional justice, 

and international law, provides a model for how peo-

ple-led, grassroots activities might build reconciliation 

and a more peaceful world. The complexity that leaders 

face in the twenty-first century necessitates the estab-

lishment of three key pillars: value-based leadership, 

network leadership, and systemic resilience. 

Personal Leadership Development 

Personal leadership entails taking control of one's 

own life and obligations. Being willing to enhance your 

capacities and strengths is an important part of evolving 

as a leader. It's also about having the confidence to 

speak up even when you don't believe in yourself. 

Leaders must muster the fortitude to drive them for-

ward and explain their case. Effective leaders also have 

the confidence to seek for help and make an effort to be 

well-prepared when confronted with major issues. 

Seeking assistance is a brave gesture that gives people 

the satisfaction of knowing they have helped. Leader-

ship entails responsibility, drive, tenacity, and strategy. 

Setting objectives for yourself is an easy approach to 

take responsibility for your own life. Goals are things 

you desire to do, whether they are huge, long-term 

goals like graduating from university/starting a fam-

ily/becoming a carpenter/being an artist, etc., or short-

term goals like learning to draw. Setting goals and 

working towards them might make leaders to feel better 

about them by providing a sense of pride and success. 

Working towards their personal leadership objectives 

may summarize below. 

 Take some time to properly identify what you 

want and whether you can practically achieve it. 

 Considers both long-term and short-term ob-

jectives. Many people spend their lives bouncing from 

one job to the next or racing around attempting to ac-

complish more while actually accomplishing very little. 

 We must establish SMART goals, which are 

Specific, Measurable, Achievable, Relevant, and Time-

bound. These objectives are specific, attainable, and 

significant. Setting SMART objectives allows you to 

clarify your thoughts, focus your efforts, make better 

use of your time and resources, and boost your chances 

of accomplishing your life goals. 

 Have milestones along the road to prove that 

we are on the right track. For example, if we want to be 

an artist in the long run, some short-term milestones 

may include: learning to draw; enrolling in art school; 

holding an exhibition of our work for friends and fam-

ily, and so on. 

On the other hand, as previously discussed, con-

temporary leadership theories provide useful insights 

into how leaders can inspire, motivate, and assist their 

staff to achieve organisational success. Leaders can 
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adapt their leadership style to the situation at hand, 

build positive relationships based on trust and respect, 

and prioritise the needs of their followers by under-

standing the principles and components of popular con-

temporary leadership theories such as transformational, 

situational, servant, authentic, and leader-member ex-

change theory. Real-world examples of these theories 

in action demonstrate the benefits of implementing cur-

rent leadership ideas, such as higher employee engage-

ment and satisfaction, improved organisational perfor-

mance, and overall organisational success. To remain 

competitive and achieve long-term success in today's 

fast-paced and continuously changing corporate world, 

leaders must comprehend and use contemporary lead-

ership theories. Leaders may inspire and motivate their 

workers to reach their full potential, create a happy and 

productive work environment, and ultimately drive or-

ganisational success by adopting a modern leadership 

strategy. 

Leaders of the twenty-first century motivate others 

to change their attitudes and actions in accordance with 

an empowering vision. Leadership effectiveness is in-

fluenced by factors such as vision, articulation, rational 

intelligence, emotional intelligence, and spiritual intel-

ligence. As a result, the following principles of 21st cen-

tury leadership might be summarised. 

 Today, everyone can lead because everyone 

serves. According to James M Strock, if leadership is 

basically about helping others, then any individual 

should be able to switch between being a leader and a 

follower. 

 People are an enterprise's most precious re-

source. According to Mark Zuckerberg, "one of the 

most profound changes that more openness and trans-

parency brings is that it places more weight and im-

portance on building better social relationships and be-

ing more trustworthy." 

 We are transitioning from a transactional to a 

relationship-based world. 

 Leadership is a partnership of empowered, 

consenting adults. 

 Leadership is a fluid relationship. We now live 

in a time when leadership is seen as the solution to any 

problem. Managers are now expected to give 'vision-

ary,' 'charismatic,' 'transformational,' and 'genuine' 

leadership. This is what 'followers' are believed to re-

quire in order functioning to their full potential. 

 Communication is essential in 21st-century 

leadership. Dwight Eisenhower has been underappreci-

ated, which could be attributed to his senior age in of-

fice, his erratic communication abilities, and his failure 

to give a forward-thinking vision on the looming sub-

ject of civil rights. 

 There is no such thing as a universal leader-

ship style. According to Mahatma Gandhi, action re-

veals priorities. The brain is a remarkable organ; it be-

gins working the moment you wake up and does not 

stop until you arrive at work. 

 Leadership positions are overlapping. Words 

with me are instruments, declared Theodore Roosevelt. 

I want people to know that I am serious, that I mean 

exactly what I say, and that I stand for the things that 

are fundamental to civilization. 

 The distinctive responsibility of a leader is to 

imagine and advance a vision. Some detractors have 

suggested that Ronald Reagan's success in a variety of 

jobs, culminating in his election as a two-term Presi-

dent of the United States, was due to a sequence of for-

tunate accidents. Such a criticism is not supported by 

evidence. But it is true that Reagan's approach to work 

and life was unconventional. 

 The ultimate level of leadership connection is 

love. According to Martin Luther King, Jr., "everyone 

can be great because everyone can serve." You do not 

need a college degree to serve. You don't have to con-

vince your subject and verb to serve....All you need is 

a heart filled of grace and a spirit fueled by love. 

 Character is a source of competitive ad-

vantage. Shakespeare once remarked, "Love all, trust 

few, do wrong to none." Winston Churchill once 

quipped, "It costs nothing to be polite when you have 

to kill a man." 

Conclusion 

It is critical not to disregard personal well-being 

when pursuing a leadership approach in which technol-

ogy is used as an asset. Leaders must recognise the 

value of a few key assets, such as health, family, and 

friends. The physical and mental well-being of a leader 

has a direct impact on their decision-making abilities 

and overall effectiveness. Prioritising self-care, keep-

ing a healthy work-life balance, and encouraging or-

ganisational well-being are all critical. A loving and 

supportive home environment gives leaders the emo-

tional stability and motivation they need to overcome 

problems. Maintaining strong familial relationships 

takes time and effort, but it is critical for long-term suc-

cess. Outside of the professional world, trusted connec-

tions provide leaders with various perspectives, emo-

tional support, and opportunity for personal growth. 

Making genuine connections enriches their life and 

strengthens their leadership skills. The world has seen 

extraordinary leaders use technology to drive innova-

tion and alter industries. Elon Musk is well-known for 

his companies Tesla, SpaceX, and Neuralink. He has 

shown leadership in areas such as renewable energy, 

space exploration, and sophisticated technologies. Bill 

Gates is Co-founder of Microsoft Bill Gates pioneered 

the personal computer revolution. Steve Jobs, as co-

founder of Apple, he revolutionized the technology and 

entertainment industries with iconic products like the 

iPhone, iPad and many more. His attention on user ex-

perience and design set new industry norms. Jan Koum 

and Brian Acton, the developers of WhatsApp, an in-

stant messaging app, showcased technological leader-

ship by revolutionizing communication globally 

through seamless connection of millions of people. Ac-

tually all leaders are the backbone of thei organization. 

Leaders must able to motivate the member to act in a 

manner of which will represent the work culture in 

them. When working as a facilitator, leadership would 

demand the unselfish act of encouraging and inspiring 

which in return shall satisfy the needs of the member 

and motivate them to do even better. 

A leader who is equipped with the effective lead-

ership communication model will be able to communi-
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cate effectively while providing direction across the or-

ganisation, regardless of subordinate alone, in dealing 

with stakeholder expectations and perceptions for the 

betterment of the organisation. Technology has truly 

become an indispensable tool for leaders in today's fast-

paced and interconnected world. Leaders do not always 

have complete control over what occurs to them. To re-

ply, leaders must be able to think on their feet. They 

must be able to respond to fast changing events by re-

maining awake to what is going on around them so that 

they can respond appropriately. They may create an ac-

tion plan to help them to reach their objectives. Creat-

ing an action plan requires few important steps. Leaders 

must create a life goal for them. They need to prepare 

some activities that will help them to achieve their goal 

and commitment to overcoming barriers in order to 

achieve it. They need to implement the action plan, but 

keep in mind that even the best-laid plans can go wrong, 

so be adaptable and innovative. They should monitor 

your milestones to measure their progress, and make 

modifications as they go; they may need to change their 

goals at times. Leaders must carefully evaluate the fea-

sibility, viability, and legality of technological initia-

tives. By embodying fundamental values, cultivating 

personal strengths, and drawing inspiration from tech-

nological leaders, they may effectively harness technol-

ogy to generate innovation, navigate change, and 

achieve sustained success in their particular enterprises. 

Although it seems that leading in the twenty-first cen-

tury is exceedingly tough, it can be highly rewarding 

when done well. Whether it is a person or a leadership 

team, the traits of effective leadership are applicable to 

both. The individual human traits of leadership are the 

pillars of this effective leadership model. Organizations 

need to constantly identify leaders with such traits or 

they need to train their existing leadership teams to ac-

quire these traits. 
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