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Dynamic Leadership Philosophy 

As society advances, the number and complexity of challenges facing leaders continues 

to increase (De Geus, 1997). Many of the collapses within organizational entities like families, 

teams, groups, corporations, and national economies stem from character failures in leadership 

(Klann, 2007; Rhode, 2006). Unethical practices, abuses of rank, personal indecencies, and lack 

of basic leadership skill are just some of the problems that hamper an individual from exercising 

good leadership. Effective leaders understand the need for a guiding philosophy that underpins 

leader action and facilitates engagement in morally responsible organizations (Johnson, 2007). 

Though leadership skills may manifest at a young age, a process of continuous development is 

essential for continued success (McCauley & Van Velsor, 2004). A sound philosophy of 

leadership should be grounded in empirical research, be applicable to multiple segments of 

society, and address the complexities of a turbulent world (Bass & Bass, 2008, Rost, 1993). This 

treatise endeavors to develop a dynamic philosophy with clear guideposts for lasting leadership.    

Towards Dynamic Leadership 

The essence of leadership has been explored by many researchers (Yukl, 2002) and 

though a variety of definitions have been advanced, the field has not settled for a clear definition 

of terms (Bass & Bass, 2008). The quest for a unified theory and definition of leadership has 

been problematic for many scholars and researchers in leadership studies (Goethals & Sorenson, 

2006). Based on an analysis of leadership literature, Rost (1993) identifies 221 definitions of 

leadership and argues that various writers and researchers derive different conclusions on the 

meaning of leadership. Any analysis of the definitions of leadership should arrive at a dynamic 

and multidisciplinary integration of thought (Wren, 2006). An accurate definition recognizes that 

all the different contributions advanced so far “talk about leadership as some kind of process, act, 
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or influence that in some way gets people to do something” (Ciulla, 2004, p. 11). In other words, 

a good definition will show that there is a structure or framework within which leadership is 

perceived. This structure serves as a basis for developing mutual understanding of leadership.  

The quest for a definition of leadership. A suitable definition that meets these criteria is 

Rost‟s (1993) view of leadership as “an influence relationship among leaders and their 

collaborators who intend real changes that reflect their mutual purposes” (p. 99). Leaders engage 

in actions that encourage others to work with them in bringing about specific outcomes in society 

and, in this case, real change. This definition is considered suitable for developing foundational 

assumptions about leadership based on the fusion of followership and leadership as a 

collaborative relationship. Rost (1993) argues that this definition “is consistent with what many 

futurists and forward-looking commentators believe are the core values of the new overarching 

paradigm of the new millennium” (pp. 98-99). Burns (2006) views leadership as 

an influence process, both visible and invisible, in a society inherited, constructed, and 

perceived as the interaction of persons in human (and inhuman) conditions of inequality 

– an interaction measured by ethical and moral values and by the degree of realization of 

intended, comprehensive, and durable change. (p. 239, emphasis in original)     

These definitions imply that leadership is a dynamic interactive process between humans 

and their environments. This treatise explores the concepts of leadership amongst individuals, 

within organizations, and in the global community, in light of an understanding that “leadership 

is a universal phenomenon” (Bass & Bass, 2008, p. 7). An encompassing philosophy of 

leadership appreciates different disciplines. The historical development of leadership studies has 

produced many facets of leadership (Yukl, 2002). This effort incorporates diverse arguments on 

the nature of leadership into an effective philosophy that is framed around key domains.  
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Orientation: The domains of leadership. Contemporary business literature provides 

many books on leadership that influenced this writer immensely prior to his quest for a scholarly 

understanding of leadership. Authors that served most to orient this writer to leadership include 

Covey (1990), Munroe (1993), and Maxwell (1998). These works provided this writer with an 

early basis for establishing a leadership orientation but have since proved problematic since the 

ideas propounded by these popular authors have little or no validity and are based on superficial 

research (Rost, 1993). This writer‟s journey as a doctoral student has produced a reorientation 

that facilitated the crafting a philosophy of leadership based on selected domains of leadership 

rather than popular literature. 

The theoretical underpinning of this writer‟s current understanding of leadership is based 

on the core philosophy of Indiana Wesleyan University‟s doctoral program, which aims to 

facilitate the learner‟s “development as a servant leader who has mastered seven domains of 

knowledge: personal authenticity; organizational learning; organizational theory and research; 

change, innovation, and entrepreneurship; globalization and multiculturalism; governance and 

ethics; [and] servant leader as world changers” (Organizational Leadership – Curriculum, n.d.). 

This new orientation that focuses on domains rather than popular fads will enable this writer to 

integrate peer-reviewed scholarly research and personal experiences into his development as a 

leader. This will enable the identification of critical competencies that facilitate what Rost (1993) 

has referred to as “serious and authentic leadership development” (p. 93). The formulation of this 

philosophy is rooted in this new understanding of organizational leadership.  

Conceptual framework for a dynamic philosophy of leadership. Modern scholars of 

leadership view the concept‟s progress as “evolving and expanding” (Bass & Bass, 2008, p. 24). 

Leadership is dynamic, meaning that it is “marked by usually continuous and productive activity 
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and change” (dynamic, 2009). The advancement of research and empirical knowledge continues 

to produce new understandings of leadership. Personal insights continue to mature based on new 

thinking which sometimes alters established concepts and allows for the continual examination 

of one‟s understanding of the subject. A dynamic philosophy of leadership analyzes leadership at 

three levels: the personal leadership dimension, the organizational leadership dimension, and the 

global leadership dimension. In this analysis, leadership occurs in interpersonal influence 

between individuals, in group interactions at the organizational level, and across cultures and 

international value systems. The implication of this framework is that a dynamic philosophy of 

leadership views the leader‟s role as engaging with individuals, organizations, and the global 

environment by acting within and applying the seven domains of leadership. Following is a 

discussion of the dimensions in relation to the domains of leadership.   

The Personal Dimension of Leadership.  

Early leadership theorists saw personal traits and qualities such as age, stature, physique, 

appearance, intelligence, and personality as determinants of leadership ability but this 

perspective diminished as “studies of adults in formal organizations increased and the proportion 

dealing with children and adolescents in informal groups decreased” (Bass & Bass, 2008, p. 97). 

Formal studies in organizations led to the rise of situational and contingency theories of 

leadership but trait theories are experiencing a renewal with the resurgence of concepts like 

wisdom, intelligence, and creativity (Sternberg, 2009; 2005; 1986), emotional intelligence 

(Cherniss, Extein, Goleman, & Weissberg, 2006; Goleman, 1995), and personality attributes 

(McCrae, Costa, & Martin, 2005). According to Kirkpatrick and Locke (1991) traits matter in 

personal leadership because they “help the leader acquire necessary skills: formulate an 
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organizational vision and an effective plan for pursuing it: and take the necessary steps to 

implement the vision in reality” (p. 48).   

Personal dimensions of leadership may also be interpreted through leader behavior, with 

the two main categories being identified as task-oriented behavior and people-oriented behavior 

(Blake & Mouton, 1964). According to this classification, task-oriented leaders are more 

effective when involved in activities that do not require interaction with others whereas people-

oriented leaders work best when their role requires interaction with others. Additional research 

has suggested that leaders develop a personal style that reflects the situational context of their 

circumstances (Fiedler, 1972). It is through this personal style that leaders develop relationships 

which enable them to direct individual followers and guide teams towards the accomplishment of 

organizational objectives (Blake & McCanse, 1991).  

The cultivation of leadership skill is a personal journey in which the aspiring leader must 

manage oneself and construct a narrative that facilitates learning, change and growth (Bennis, 

2004; Drucker, 1999; Ibarra & Lineback, 2005). Leadership development is impacted by a 

variety of themes including the leader‟s worldview (Sire, 2004), life purpose, vision and values 

(Lee & King, 2001; Roberts, Spreitzer, Dutton, Quinn, Heaphy, & Barker, 2005), capabilities 

(Goleman, Boyatzis, & McKee, 2001), human nature (Boa, 2004), commitment to growth 

(McCauley & Van Velsor, 2004), and spiritual formation (Boa, 2001; Zohar, 2005). A dynamic 

philosophy of leadership requires an examination of these major themes of leader development.       

Worldview and leadership. Worldview has been defined as “the fundamental 

perspective from which one addresses every issue of life” (Sire, 2004, p. 24). This perspective is 

formed early in life and impacts a leader‟s approach to life issues. This view is supported by 

Bass and Bass (2008) who argue that “how we think and behave as leaders and followers when 
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we reach adulthood is still likely to be affected by our earlier relations with our parents, as well 

as by our genetic makeup” (p. 3). This writer‟s worldview is founded on Judeo-Christian 

principles, a cultural upbringing in Africa, and experiences based on living in the United States.  

A Judeo-Christian worldview emphasizes the biblical God as “prime reality” (Sire, 2004, 

p. 55) and serving Him as the essence of life. Jesus Christ, the historical founder of the Christian 

movement, advises to “love the Lord your God with all your heart and with all your soul and 

with all your mind… [and to] love your neighbor as you love yourself” (Mt. 22:37-39, NIV). 

This writer‟s core values are rooted in a desire to follow this commandment and serve as a leader 

out of love that emanates from God‟s unconditional love for mankind. Boa (2001) refers to this 

as “relational spirituality” (p. 21) and views it as a key component in the journey towards 

discovering ourselves and cultivating a passion for people. 

Similarly, an African cultural upbringing advocates a collectivist approach to life 

(Hofstede & Hofstede, 2005) which emphasizes “the power of the group” (p. 74). This approach 

challenges the leader to look beyond personal interests and focus on accomplishments which 

benefit the wider group. Exposure to other cultures enables the leader to develop multicultural 

skills that are essential in becoming a global leader (Mendenhall, Osland, Bird, Oddou, & 

Maznevski, 2008). Judeo-Christian principles, cultural upbringing, and cross-cultural interactions 

have helped shape this writer‟s belief system. Ruderman and Rogolsky (2001) argue that “living 

a life that is fully connected to one‟s belief system” (p. 3) enables authentic leadership. 

One of the earliest thinkers on leadership, Machiavelli (1515) recognized that groups 

(which he called „dominions‟) were accustomed to living under a prince. Every society has 

within it individuals who rise to serve as leaders. Bass and Bass (2008) noted, “no societies are 

known that do not have leadership in some aspects of their social life” (p. 3). Certain individuals 
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within every society sense an obligation to inspire others to achieve group goals. This obligation 

ought to be rooted in a heart for service (Greenleaf, 2002). Personal leadership starts with a 

desire to serve. Such a desire must be authentic (Ruderman & Rogolsky, 2001).  

According to George, Sims, McLean, and Mayer (2007) “authentic leaders demonstrate a 

passion for their purpose, practice their values consistently, and lead with their hearts as well as 

their heads. They establish long-term, meaningful relationships and have the self-discipline to get 

results. They know who they are” (p. 130). By establishing meaningful relationships, leaders 

engender trust in the organization, which is the foundation of leadership and the key to 

credibility with followers (Kouzes & Posner, 1993). Credibility is attained when the leader puts 

aside personal desires for the sake of authentic service. Authentic service requires selflessness 

where one is “seen as servant first” (Greenleaf, 2002, p. 21). The leader must commit to service 

that regards others as worthy, a task that stems from understanding of personal life purpose, 

calling, and mission, along with personal vision and values (Lee & King, 2001).    

Life purpose, calling, and mission. Leaders have an obligation “to develop a sense of 

their „personal best‟ in order to increase their future potential” (Roberts et al., 2005). According 

to Senge (2006) “people with a high level of personal mastery…. have a special sense of purpose 

that lies behind their visions and goals. For such a person, a vision is a calling rather than 

simply a good idea” (p. 132, emphasis in original). Given that “leaders learn primarily through 

their experiences” (Van Velsor & McCauley, 2004, p. 3), the potential and capacity for 

leadership exists in all humans. Those who ultimately emerge as leaders do so because they 

discover their credo and live a life that models commitment to principles (Kouzes & Posner, 

1993). Leadership skill emerges as one develops an awareness of self and engages in supportive 

environments which provide feedback and room for personal development.  
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The Judeo-Christian worldview advocates a pursuit of one‟s purpose, calling, and 

mission in life. Munroe (1993) defines purpose as “the original intent or predetermined result for 

an individual” (p. 50). This is reflected in the Scriptural understanding of man‟s calling where 

the Scriptures state, “before I formed you in the womb I knew you, before you were born I set 

you apart” (Jer. 1:5, NIV). Stanley (1999) has even argued that “until we discover his [God‟s] 

purpose – and follow through – there will always be a hole in our soul” (p. 13). Boa (2001) 

argues that the leader who embraces a biblical worldview ought to live “a life that is integrated 

and centered around Christ” (p. 222) as the reason for living. Purpose provides the leader with a 

mission and mandate that enables full engagement and bold action (Stanley, 1999). 

Discovering one‟s purpose, calling, and mission in life is akin to knowing oneself. Bennis 

(1989) suggests that “until you truly know yourself, strengths and weaknesses, know what you 

want to do and why you want to do it, you cannot succeed in any but the most superficial sense 

of the word” (p. 40). Leaders are hampered in the development of the personal dimensions of 

leadership when they fail to develop an adequate understanding of self. Knowledge of our 

strengths and weaknesses enables us to develop a plan for specific actions enable us to “tap into 

unrecognized and unexplored areas of potential” (Roberts et al., 2005, p. 76). Personal 

experiences that are reflected on (Schön, 1983) and carefully assessed (Van Velsor & McCauley, 

2004) enable the leader to begin cultivating an understanding of self. A helpful tool for assessing 

personal strengths is the Reflected Best Self (RBS) exercise (Roberts et al., 2005). 

 The RBS exercise is designed to uncover an individual‟s positive attributes through “a 

constructive, systematic process for gathering and analyzing data about your best self” (Roberts 

et al., 2005, p. 76) Leaders can use the tool to collect feedback from individuals who know them 

best. The feedback focuses on the key strengths and contributions that a leader has made in the 
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past. The leader then uses the feedback to search for common themes and construct a self-

portrait, which should be used as “an insightful image…of your previous contributions and as a 

guide for future action” (p. 78). The strengths identified become key components for identifying 

competences that best serve the leader. In this writer‟s case, the RBS exercise identified strengths 

that include being visionary, inspirational, and optimistic; having a passion for people, 

collaborating with others, and personal character. These were helpful in defining areas for 

continued growth and outlining a personal vision and values.    

Personal vision and core values. Effective leadership is facilitated by the 

conceptualization, development, communication, and integration of a vision that guides action 

(Sashkin, 1988). Visions motivate action because “they provide a road map to the future with 

emotional appeal to followers” (Bass & Bass, 2008, p. 629). Personal vision empowers the leader 

with the courage to pursue and champion a cause. Bennis and Nanus (1997) interviewed 90 

leaders and found that all of them “had an agenda, an unparalleled concern with outcome” (p. 

26, emphasis in original). According to Harari (1997) the leader‟s vision must be “pragmatically 

and unabashedly bifocal: It must simultaneously paint a picture of the opportunities today and 

the „best bets‟ of tomorrow” (p. 26). Vision introduces “creative tension” (Senge, 2006, p. 132) 

that enables personal mastery and learning in the leader‟s life. Personal mastery in leadership 

should aim at fulfilling one‟s potential and not gaining domain over others (Senge, 2006).  

The leader‟s values dictate the vision that drives action (Bennis & Nanus, 1985). Leaders 

influence followers significantly through the values that they promote. Heifetz (1994) argues that 

effective followers turn what leaders say “into values that orient their professional lives” (p. 26). 

A similar argument has been made by O‟Toole (1996) who advocates for values-based 

leadership and defines it as “a philosophy of leadership that is always and at all times focused on 
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enlisting the hearts and minds of followers through inclusion and participation” (p. 11). Values 

guide decision making, enable the cultivation of credibility, and establish clear boundaries for 

leaders (Bennis & Nanus, 1985; Kouzes & Posner, 1993). Leaders and followers, however, must 

not jump at every opportunity to pursue a noble vision but should ask questions that enable the 

detection of toxicity in the values that underlie the vision (Lipman-Blumen, 2005).   

Berson, Shamir, Avolio, and Popper (2001) found that the inspirational strength of a 

vision statement that is tied to instrumental goals “may be able to move even the most resistant 

followers toward achieving the vision” (p. 67). Personal leadership is enhanced by the 

development of a vision statement that captures the leader‟s goals (Gardner, 1990). This writer‟s 

vision is to be an authentic transformational leader whose values are guided by biblical principles 

that inspire ethical leadership, facilitate continued learning, and motivate productive change at 

the personal, organizational, and global level. This vision is informed by the writer‟s worldview 

and by specific values identified through personal experiences and assessed by a variety of tools, 

including the Myers-Briggs Type Indicator (McCauley, 1990), the Reflected Best Self exercise 

(Roberts, et al., 2005), and the Leadership Practices Inventory (Kouzes & Posner, 1997). These 

tools have enabled the writer to identify the motives that guide personal values and develop an 

understanding of capabilities and gaps in his leadership potential. 

Personal capabilities and gaps in leadership. Leaders need to be adaptive and 

responsive to the realities and context of the moment (Heifetz, 1994; Berson, et al., 2001). The 

leader‟s style of leadership should be grounded in theoretical foundations that suit the 

continuously emerging vision for the organization and its followership. Senge (2006) warns 

however that “emerging visions can also die because people get overwhelmed by the demands of 

current reality and lose their focus on the vision” (p. 213). The leader should develop an 
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awareness of what‟s possible based on current capabilities and initiate a system for addressing 

gaps that limit future potential. This requires commitment to a process that closes the gaps in 

leader potentialities and enables an increase in one‟s capacity for higher possibilities. 

A sound process of leader development enables the leader to continually recognize the 

personal competencies that reside within and enable success (Bennis, 1989). One tool that has 

been helpful for this writer in establishing an understanding of self is Kouzes‟ and Posner‟s 

(1995) Leadership Practices Inventory – Individual Contributor (LPI-IC). The LPI-IC is a 

feedback intensive tool that provides 360-degree feedback and is utilized by non- managers in 

positions where they lead teams. The purpose of the tool is to identify one‟s personal best 

leadership practice through a series of questionnaires that observers complete regarding one‟s 

leadership. Scores for this writer have consistently revealed that observers see him as a leader 

who “inspires a shared vision” (Kouzes & Posner, 1995). This writer‟s goal is to play to his 

strengths (Roberts, et al., 2005) by continually developing competencies for inspiring shared 

vision. Part of this process is facilitated by a commitment to continuous learning.    

Leaders who excel in personal leadership embrace “learner‟s mindset” (McCauley & 

Wakefield, 2006, p. 7) that facilitates consistent assessment of current strengths, continuous 

exposure to stretching assignments, and reception of support that solidifies new capabilities. 

Domjan (2005) posits that “all learning is identified by some kind of behavior change” (p. 2). 

The leader‟s learning enables behavioral changes that close performance gaps. Senge (2006) 

points out that “the gap between vision and current reality is also a source of energy” (p. 139) 

which, when resolved, leads to behavior change. Behavior is driven by the “quest for optimal 

gratification of instincts within the context of society” (Boa, 2004, p. 85). The mastery and 

gratification of instincts requires an understanding of personal nature in relation to human nature.   
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The nature of persons. Boa‟s (2004) comparative study of theological and psychological 

perspectives of human nature indicates that the human condition is governed by an innate 

potential for survival that seeks fulfillment. Theological models view this as “the fallen state 

with spiritual, personal, and social alienation” (p. 172) from God which is resolved by the grace 

of God “in the redemptive work of Christ” (p. 173). Conversely, leaders will not attain their full 

potential without the liberating and restorative experience of conversion and transformation into 

Christlikeness (Willard, 2002). Dalla Costa (1998) asserts that “genuine conversion shifts the 

very meaning of life” (p. 304). This is supported by the Scriptures, which point out that “if 

anyone is in Christ, he is a new creation; the old has gone, the new has come!” (2 Cor. 5:17, 

NIV). By the grace of God this writer has embraced this new identity in Christ, enabling inner 

transformation that motivates a desire to serve.  

According to Boa (2004) psychological models also view “the experience of guilt and 

estrangement in light of the quest for identity” (p. 173) but recommend either psychosocial 

adaptation or intrinsic self-actualization as pivotal means for coping. One common instrument is 

the Myers-Briggs Type Indicator (MBTI), a self-administered questionnaire that generates four 

scores that match individuals with their psychological type (McCaulley, 1990). Bass & Bass 

(2004) point out that using the MBTI, “leaders are: (1) extroverted or introverted, (2) sensing or 

intuitive, (3) thinking or feeling, (4) judging or perceiving” (p. 36). For instance, a self-test by 

this writer indicated a preference for extroverted, intuitive, thinking, and judging (ENTJ) type.  

This is characterized by being decisive and assuming leadership readily, quickly seeing illogical 

and inefficient procedures and policies, long-term planning and goal setting, being well-informed 

and well read, enjoying learning and sharing knowledge, and presenting creative ideas. Knowing 

oneself in such a manner enables a leader to identify potential areas of effectiveness.   
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Arguing that ethics is the heart of leadership, Ciulla (2004) contends that “the definition 

question in leadership studies is not really about the question, „what is leadership?‟ It is about the 

question, „what is good leadership?‟…. [meaning] morally good and effective [leadership]” (p. 

17-18). An elaborate philosophy of leadership should have moral ends that define the leader‟s 

success in terms that include ethical and social responsibility (Burns, 1978; Rhode, 2006). 

Leaders must undertake a realistic assessment of self and “acknowledge our potential to do harm 

as well as do good” (Johnson, 2007, p. 32). Leaders who excel in times of challenge and 

controversy live by values and principles that model sound ethical judgment and commitment to 

exercise moral courage (Kidder, 2005; Messick, 2006) that makes the leader a positive influence.      

According to Johnson (2007) “the exercise of ethical influence is founded on an 

understanding of power, the capacity to control the behavior of others” (p. 116). Leadership 

conveys power to the one in a position of authority. Neider and Schriesheim (2004) define power 

as “the potential ability for one individual to exert influence over the attitudes and behavior of 

others” (p. 1248). Followers who resist immoral authority display moral courage which enables 

them to resist the allure of toxic leaders (Kidder, 2005; Lipman-Blumen, 2005, Messick, 2006). 

Power is given for a purpose – to serve those being led (Greenleaf, 2002). With great power 

comes great responsibility for its wise use in empowering others (Johnson, 2007). Personal 

leader development requires an orientation to always do what is right, a consistent “dedication to 

deepen ethical capacities through learning and practice” (Dalla Costa, 1998, p. 29). 

Personal growth and leader development. The skills and competencies of good and 

effective leadership are critical aspects of growth that leaders should continually develop if they 

are to lead their followers and organizations using prosocial motives that uphold moral principles 

(Batson, 2006). Personal growth and leader development facilitate the acquisition of new skills. 
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Van Velsor and McCauley (2004) define leader development as “the expansion of a person‟s 

capacity to be effective in leadership roles and processes” (p. 2). Effectiveness stems from a 

consistent practice of self-improvement. Kouzes and Posner (1995) advise leaders to spend “at a 

minimum, 50 hours (six days) annually on…personal and professional development” (p. 332). 

This writer‟s growth has been shaped by consistent investment in skill development.  

Leadership performance is enhanced by engaging in developmental experiences that 

facilitate continued growth. Van Velsor and McCauley (2004) suggest that personal development 

should include “situations that stretch an individual and provide both feedback and a sense of 

support” (pp. 3-4). This correlates with Klann (2007) who argues that “leadership character 

education should be as practical as possible and based on many real-world how-to examples as 

can be found” (p. 90). Leaders who engage in these developmental situations excel in leading 

effective organizations and having a positive impact beyond the organization. 

Dalla Costa (1998) emphasizes that “we may be citizens of a country, members of a 

specific community, adherents to a particular religion, but we are increasingly joint participants – 

as workers and consumers of products and information – of a single, interwoven, interdependent 

economy” (p. xi). Both within and without their countries, leaders are interacting more with 

culturally different others. In an increasingly interconnected world, the leader must develop the 

cultural intelligence necessary for working across cultures effectively (Earley & Ang, 2003). 

According to Hofstede and Hofstede (2005) national cultures differ significantly. Leaders should 

frequently assess their adaptability to other cultures and engage in programs that facilitate 

intercultural skill (Mendenhall, Osland, Bird, Oddou, & Maznevski, 2008). An interconnected 

world creates pluralism, “the side-by-side existence of worldviews that are at least partially 

contradictory” (Sire, 2004, p. 121). This raises the need for spiritual formation of the leader.  
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Spiritual formation. As noted earlier, leaders can improve their ability to fulfill personal 

potential by developing a sense of calling and purpose. Hicks (2003) maintains that “spirituality 

is assumed to be a dimension of the human being that is shared by all persons” (p. 50). Bruce and 

Plocha (1999) observe that many individuals today are experiencing a “gentle guiding towards 

seeking meaning” (p. 327) in life at work, based either on their response to a transcendent power 

for those who are religious or on a desire to “work for the greater good” (p. 330) for those who 

are atheists. According to Zohar (2005) leaders must cultivate a new paradigm, spiritual capital, 

which addresses “what an individual or an organization exists for, believes in, aspires to, and 

takes responsibility for…. a new paradigm [of intelligence] that requires that we radically change 

our mind-set about the philosophical foundations and practices of leadership” (para. 5).  This 

requires that the leader look beyond rational resources or emotional resources for answers.  

The energy for this new paradigm corresponds to spiritual intelligence which is defined 

as “an ability to access higher meanings, values, abiding purposes, and unconscious aspects of 

the self and to embed these meanings, values, and purposes in living a richer and more creative 

life” (Zohar, 2005, para. 9). Spiritual intelligence requires the use of energies that are not ego-

oriented. Henry (2009) uses the term „leading with soul‟ and identifies six leadership traits that 

are essential for a leader to lead with soul: being purpose driven, having the courage of 

conviction, pursuing a whole, embracing empowerment, ensuring succession planning, and 

modeling emotional intelligence. Hoppe (2005) suggests that “discovering who we are by 

looking deep inside ourselves sets the compass for the search for truth and meaning as 

individuals and as leaders” (p. 85). This inner work is particularly important for the leader who 

subscribes to a biblical worldview. Willard (2002) points out that for a leader who identifies 
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himself as Christian there must be a continual process of inner transformation. This inner 

transformation is initiated by a conversion process. Dalla Costa (1998) emphasizes that, 

The word „conversion‟ is important because it involves more than intellect and more than 

a change of heart. Conversion takes the totality of an individual – reason, emotion, body, 

and spirit – and redirects fully that person‟s beliefs and behaviors. With conversion, there 

are no halfway measures. Life pivots to such a degree that discontinuity with the past is 

not an issue because the past no longer makes sense. (p. 304)   

Spiritual leaders lead on the basis of a deeply transformed personality that facilitates 

moral leadership. Bass and Bass (2008) contend that “leaders need to get in touch with the core 

values of their followers and communicate these values through vision and personal action to 

create a sense of spiritual survival” (p. 214). A leader who is open to the continuous inner work 

of spiritual formation can have a significant effect on followers. Hoppe (2005) concludes that 

“the inner journey leads one first to a sense of self and meaning and then to an acknowledgment 

that connectedness is essential for wholeness in our lives” (p. 87). Leaders will have little impact 

at the organizational level if they are not effectively connected to those whom they lead.   

The Organizational Dimension of Leadership.  

Humans exist in relation with other humans, engaging in social actions and behavior that 

is “meaningfully oriented to that of others” (Weber, 1947, p. 113). Social action is conducted in 

community with others for specific objectives within an organization. Organizations are vibrant 

entities in which the flow of interactions is guided by “rational orientation” (p. 115). 

Organizations exist for a purpose that relies on the cooperation of the people within them and 

drives both the leader‟s actions and those of other functionaries who specialize in different 

aspects of the organization‟s mission (Barnard, 1938, cited in Bass & Bass, 2008, p. 58). 
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According to Yukl (2002) organizational leadership may be viewed as either a specialized role, 

in which one person designated as the „leader‟ guides the actions of „followers‟ in carrying out 

the organization‟s objectives, or as a shared influence process, in which leadership is diffused 

within a group and “any member of the social system may exhibit leadership at any time” (p. 4). 

Rost (1993) argues that “the number one problem with leadership development during the 20th 

Century is that it – leadership development – has been equated with leader development” (p. 97) 

whereby researchers focused on leaders and overlooked other vital roles within the organization. 

This analysis has spearheaded a new focus on followership within the organization.   

Followership in organizations. The concept of shared influence process is supported by 

Maroosis (2008) who views followership as “a shared discipline of reciprocal response-abilities” 

(p. 18) that works in tandem with leadership in realizing the organization‟s objectives. Chaleff 

(1995) contends that it is difficult to dissociate followership from leadership and followers can 

help leaders avoid excesses. Kelley (2004) defines followership as the process of “active 

engagement in helping an organization or a cause succeed while exercising independent, critical 

judgment of goals, tasks, potential problems, and methods” (p. 505). A similar view holds that 

followership is “an interactive role that may complement and support the leadership role” 

(Howell & Mendez, 2008, p. 27). This requires strong commitment to the organization.  

Followers play a critical role in organizational effectiveness. Riggio and Conger (2007) 

maintain that team members are “likely to be highly knowledgeable and talented, [and therefore] 

it is critical for the leader to allow his or her followers to take an active role in setting course and 

in making decisions” (p. 342). Chaleff (2008) identifies four types of organizational cultures that 

reflect varying relationships and follower styles, as: (1) low support/low challenge cultures 

predominantly have followers who only do the bare minimum to maintain their role; (2) low 



  Running head: DYNAMIC LEADERSHIP PHILOSOPHY                                                       20 
 
 

 

support/high challenge cultures have individualist followers who will only voice their concerns 

when others are silent; (3) low challenge/high support cultures are likely to have followers who 

will implement their tasks but not hold the leader accountable; and (4) high support/high 

challenge cultures in which followers partner with leaders in taking responsibility for the 

organization‟s mission. An organization‟s success depends on having motivated followers.     

Nature and culture of organizations. Organizations are open systems (Katz & Kahn, 

1966) that are organic and allow for the implementation of new ideas through flexibility of 

thought (Morgan, 1997). Rigid or closed systems hinder the implementation of new ideas and 

new learning. An organic system is an arena of liberty, where each employee can effectively 

contribute to group performance (Katz & Kahn, 1966). Organizations must find new ways for 

opening up their processes and empowering workers with a spirit for excellence. Morgan (1997) 

emphasizes that “the challenge now is to imaginize: to infuse the process of organizing with a 

spirit of imaginization.…to find creative ways of organizing…using new images and ideas as a 

means of creating shared understandings” (p. xxix). Long established paradigms of thought limit 

the learning and development of concepts that facilitate a better understanding of organizations 

(Argyris, 1990). Healthy organizations have a culture that adapts to the external environment.  

In many organizations, different groups are reflected in the departments and functional 

reporting relationships of staff. Mintzberg (1981) identified five basic parts of an organization: 

top management, the operating core, middle line management, technical support staff, and 

administrative support staff. Functional departments form unique subcultures in an organization. 

Schein (2004) suggests three occupational cultures that form in the organization: (1) the 

engineering culture; (2) the executive culture; and (3) the operator culture. Operators rely on 

human interaction, and require high levels of communication, trust, and teamwork to get work 
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done, engineers are concerned about innovations than daily operations, and executive culture 

exercises responsibility and accountability for the organization. These subcultures provide a 

means of understanding underlying forces that operate within the organization. Each culture 

operates on different assumptions. Incentives are different across the organization. Operators 

may subvert executive efforts to improve productivity. Engineers can be impatient with the 

operators' resistance to implementing new initiatives. Executives may end up engaging in non-

productive management of other managers who think like them (Schein, 2004). 

Contemporary organizations operate in complex environments due to the turbulence of 

today‟s society (Zaccaro & Klimoski, 2001). As an organization adapts to the external 

environment, it should not overlook the internal environment. Organizational structure could 

degenerate into conflicting units if not carefully monitored. Lencioni (2006) identified these 

conflicting units as silos, defining them as “barriers that exist between departments within an 

organization, causing people who are supposed to be on the same team to work against one 

another” (p. 175). Organizations should provide opportunities and events that enable the 

development of camaraderie and friendships amongst their members. This creates a sense of 

togetherness and belongingness. Communication should be encouraged amongst individuals 

within the organization (Bennis & Nanus, 1997). Leaders and their collaborators should work to 

ensure that the organization focuses on attaining its goals. This keeps individual members, units, 

or departments from acting on their own and forming silos that hinder effective change. 

Change in organizations. Leaders lead organizational change (De Caluwè & Vermaak, 

2003, Kotter, 1996; O‟Toole, 1996). Poole and Van De Ven (2004) define organizational change 

as “a difference in form, quality, or state over time in an organizational entity” (p. xi). Porras and 

Silvers (1991) posit that “organizational change is typically triggered by a relevant 
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environmental shift that, once sensed by the organization, leads to an intentionally generated 

response” (p. 52).  These responses may be planned or unplanned. Planned change requires 

careful preparation by the change agents or actors in a deliberate and intentional manner (Kanter, 

Stein, & Jick, 1992) whereas unplanned change is “a consequence of the inherent potential for 

development associated with every entity” (p. 9). The former has its source as the actions of 

human agency and can be controlled while the latter is rooted in the natural unfolding of new 

states, of which humans have little control and may not be able to intervene (Poole, 2004).  

Kanter (1991) points out that the consideration of change as “an abrupt disjunction, a 

clean break - does not always match the reality of change” (p. 8) within the organization. Leaders 

resist change due to organizational realities that entice them to conform to old cultures (Bass & 

Bass, 2008). Changing old cultures might require a phased approach to change, an example 

being Kotter‟s (1996) eight-step strategy for change: increase urgency; build guiding teams; get 

the vision right; communicate for buy-in; enable action; create short-term wins; don‟t let up; and 

anchor change in the culture. According to De Caluwè and Vermaak, (2003) change is initiated 

through the development of specific outcomes that become the focus of the organization. 

Outcomes consist of the final element of the change process, the ultimate result. Other elements 

of change include: outcome, history, actors, phases, communication, and steering. The 

organization‟s past plays a critical role in determining what triggered the need for change and 

identify those who will be involved in driving the effort - the change actors. Actors include 

initiators who generate the idea, sponsors who legitimize it, orchestrators who set up the change, 

implementers who share responsibility, and champions who coordinate the change effort “in 

multiple successive phases” (De Caluwè and Vermaak, 2003, p. 86).   
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Schaffer and Thomson (1992) argue that successful change begins with the outcomes, 

hence the need for a results-driven approach. O‟Toole (1996) calls for values-based leadership 

that does not overlook the core principles of those within the organization, stating that leaders 

“who succeed at bringing about effective and moral change believe in and act on the inherent 

dignity of those they lead – in particular, in their natural human capacity to reason” (p. 37). 

Acting on the dignity of followers and the organization stems from an ethical understanding of 

the purpose of change. Both leaders and their collaborators stay on the forefront of the group‟s 

mission by maintaining the group‟s focus on a better future, based on a shared vision. Burns 

(1978) described the goal of transformational leadership as recognizing and exploiting “existing 

need or demand” (p. 4) in society. In this sense, the leader is an agent of moral change.  

Senge, Scharmer, Jaworski, and Flowers (2004) argue that leaders must see from 

the whole in order to bring about profound change.  Black and Gregersen (2008) posit that 

“people will not change if they fail to see the need and they often fail to see the need for change 

because they are blinded by the light of what they already see” (p. 40). An organization‟s 

commitment and its leader‟s commitment to seeing the whole enables the collective to recognize 

the need for change. De Caluwè and Vermaak (2003) state, “if people learn collectively, the 

organization learns and as a result change takes place” (p. 43). Leading organizational change 

enables leaders to embed the desired culture in the organization and create a climate that 

facilitates the attainment of organizational objectives (Schein, 2004). Leadership, after all, is 

about enacting changes that enable an organization to fulfill its objectives (Kotter, 1999). The 

leader‟s challenge is to guide an organization from its current realities to a future desired state 

(Senge, 1996). The process is further enhanced when learning takes place in the organization.    
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Learning in organizations. As stated earlier, change correlates to learning in the 

organization. Schwartz and Marquardt (2000) proffer a model of organizational learning that is 

deemed suitable for a dynamic philosophy of leadership because it “incorporates the concept of 

the dependency of change on the capacity of the organization (the collective) to learn – to learn 

as an entity, not merely as the sum of the individual learning of its members” (p. 25). This 

model, the Organizational Learning Systems Model (OLSM) integrates “multiple theories into a 

coherent picture of the dynamic learning of the organization” (p. 53). OLSM propounds four 

subsystems that advance learning: the environmental interface subsystem allows or disallows 

learning input into the organization; the action/reflection subsystem facilitates knowledge 

creation and acquisition; the dissemination and diffusion subsystem enables the movement of 

information within the organization‟s structures; and the meaning and memory subsystem 

interprets action, classifies knowledge, and stores information for future use. 

The entry of new information into the organization‟s environmental interface may be 

hampered by defensive reasoning whereby individuals hold onto invalid premises, make 

unfounded inferences, or generate shoddy conclusions (Argyris, 1990). Defensive reasoning 

hinders new action or reflection on organizational information which is essential for new 

knowledge to be integrated into the learning system. Inappropriate environmental screening, 

insufficient environmental scanning, and managerial cognitive schemas that do not allow new 

knowledge into the organization will limit an organization‟s learning capacity (Schwandt & 

Marquardt, 2000). Poor learning capacity affects performance levels in the organization. Senge 

(2006) notes that “the common definition of learning within the SoL [Society for Organizational 

Learning] has been learning is a process of enhancing learner‟s capacity, individually and 

collectively, to produce results they truly want to produce” (p. 364).  
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Argyris and Schön (1996) contend that “an important species of organizational learning 

consists in an organization‟s improvement of its task performance over time” (p. 4). Key 

outcomes of learning, improved results and increased performance, do not occur when defensive 

reasoning prevails. Defensive reasoning inhibits learning capacity because it fails to resolve the 

errors of invalid premises, unfounded inferences, or shoddy conclusions (Argyris, 1990). Though 

the organization may be able to resolve presenting problems, it fails to correct the causes of these 

problems, a phenomenon described as “single-loop learning” (p. 92). Single loop learning is 

“changes strategies of action or assumptions underlying strategies in ways that leave the values 

of a theory of action unchanged” (Argyris & Schön, 1996, p. 20). To correct the causes of the 

errors identified the organization has to engage in a higher level of learning - “double-loop 

learning…[meaning] learning that results in a change in the values of theory-in-use , as well as in 

its strategies and assumptions” (p. 21). In double-loop learning the mental models that govern 

actions are altered. This facilitates systems thinking where organizations are able to see wholes 

and identify interrelationships or patterns that affect learning (Senge, 2006) 

Leaders have an obligation to build and maintain learning organizations that succeed in 

the long-term. This requires the development of communities of practice that can implement 

generative learning (Senge, 2006; Wenger, 1998). According to Wenger (1998) a community of 

practice facilitates the exchange and interpretation of information, retains knowledge, exercises 

stewardship of competences, and provides a home for the learning group‟s identity. Within such 

a community individuals should focus on uncovering the underlying causes of behavioral 

patterns and generate new thinking that facilitates learning, changing, and growing (Senge, 

2006). This is impossible if organizations and the individuals within them hold onto outdated 

patterns of thinking. Head (1997) says, “Organizations need to tear down the old, steep hierarchy 
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with layers of management control and put in place one that allows employees to learn, share 

ideas and experiment” (p. 141). Leaders are activists, who observe trends, potential opportunities 

and challenges to overcome in advancing learning in the organization.   

The fundamental beliefs, values, and understanding of the members of a community of 

practice play a critical role in determining the learning that takes place. This is supported by both 

Argyris (1990), who argues that holding onto baseless premises inhibits learning, and Senge 

(2006) who emphasizes that deeply ingrained assumptions and generalizations influence our 

ability to act on information. A change of these baseless premises and ingrained assumptions 

requires “metanoia – a shift of mind” (Senge, 2006, p. 13) that alters how we perceive our world 

and facilitates, generative learning, “learning that enhances our capacity to create” (p. 14). 

Senge, Scharmer, Jaworski, and Flowers (2004) point out that inner personal work is required if 

leaders are going to be able to suspend long established ways of seeing and model new courage.  

The inner work of personal development enables spiritual formation. Bierly, Kessler, and 

Christensen (2000) argue that “spirituality in an organization is a driver of wisdom” (p. 606) 

since it provides a foundation for ingrained beliefs and assumptions held by individuals, and 

enables a sense of partnership and unity throughout the organization. A spiritual atmosphere and 

values within the organization serve to enhance learning. Burns (2003) points out that “values 

play a central role in binding would-be leaders and followers, broadening moral frames of 

reference, and serving variously as a needed unifying and dividing force” (p. 212). Bruce and 

Plocha (1999) argue that learning is inhibited in a “value-neutral, dehumanized workplace” (p. 

333). Workplaces that promote transforming values enhance learning.  

Individual experience, spirituality, and passion for learning enhance individual wisdom, 

which is “transformed into organizational wisdom through several means, three of the most 
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important being: (1) transformational leadership; (2) organizational culture and structure; and (3) 

knowledge transfer” (Bierly, et al., 2000, p. 609). The authors argue that transformational leaders 

facilitate the diffusion of wisdom, a culture of “strong belief systems” (p. 611) and “liberating 

structures” (p. 612) enhances the impartation of wisdom, and effective transmission mechanisms 

allow for the spread of wisdom in organizations. As organizations enhance their wisdom, they 

will be able to make better judgments on how to apply their knowledge (Bierly, et al., 2000). 

Eventually, the goal of the organizational leader is to enhance effectiveness in the organization.  

Characteristics of the effective organization. Every organization has an inherent 

structure and strategy that determines its effectiveness at accomplishing group objectives 

(Mintzberg, 1983). An understanding of both is essential since modern organizations operate in 

complex environments (Zaccaro & Klimoski, 2001). Structure refers to the form of organization. 

In any form or structure, there has to be a right mix of design characteristics (Mintzberg, 1981). 

Bennis and Nanus (1997) point out that excellent organizations are those in which leaders “align 

the internal and external environments of the organizations over time and space” (p. 145). These 

organizations are open systems that learn from their environments and position themselves in a 

manner that facilitates learning and long-term survival. The turbulence of the modern 

organizational environment necessitates organizations that have a hybrid structure since it leads 

to “more efficient decision-making and planning processes” (Ackerman, 1982, p. 52) 

Structure determines how efficient an organization will be in accomplishing its purpose. 

There has to be effective organizational communication in the white spaces (Rummler & Brache, 

1991). This requires transformation of work-spaces into learning spaces whereby (1) other 

departments are viewed as partners rather than enemies, and; (2) members move from function to 

process performance (Rummler & Brache, 1991). Poor organizational structure leads to divisive 
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silos, politics, and turf wars that hinder effective operations (Lencioni, 2006). Leaders must 

avoid the political squabbles that hinder organizations from accomplishing their objectives. 

Organizational structure will determine the success of a company‟s operations.  

Characteristics of the effective organizational leader. Leaders connect with groups, 

not only intellectually but also emotionally, to inspire group action. Leaders should be sensitive 

to subordinates in order to guide them in accomplishing the organization‟s mission. Goleman 

(1995) posits that the attitude which believes leaders must be “emotionally aloof” so as to make 

the difficult business decisions is “outmoded, a luxury of a former day” (p. 149). Leaders must 

show that they care. The idea of caring has not been widely explored because leadership has 

traditionally had a masculine focus while caring is considered to be a feminine characteristic. 

Leadership perspectives like transformational and charismatic leadership advocate for 

competencies like encouraging the heart (Kouzes & Posner, 1987) and individualized 

consideration (Bass & Avolio, 1994). Leaders who use emotional intelligence achieve greater 

success than those who rely on technical intelligence. A leader‟s perspective is reflected in the 

organization‟s strategy. Organizational strategy enables a leader to have impact both within the 

organization and with outside groups in the external environment. The leader should be a 

designer, teacher, and steward who focuses on bringing people together based on common values 

(Senge, 2006). This becomes a challenging task as interactions across cultures and countries 

increase, hence the need for a global dimension of leadership. 

The Global Dimension of Leadership.  

As a direct beneficiary of globalization, this writer appreciates the need for a global 

dimension to leadership. This has prompted him to develop networks through social mediums 

that have added tremendous value to his leadership skills. The world is increasingly becoming a 
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small village (Hofstede & Hofstede, 2005) thus requiring leaders and organizations to deal across 

boundaries and borders (Mendenhall, Osland, Bird, Oddou, & Maznevski, 2008). This requires 

global vision, an understanding of culture, and ethical global values.   

Globalization, multiculturalism, and leadership in the 21st Century. Leadership in 

the modern age requires an understanding of the forces of globalization and multiculturalism. 

Today‟s world is much more complex than that of past years which were simpler and less 

challenging. Today‟s world is characterized by rapid global change even as the world becomes 

smaller and smaller. As the world becomes more complex, it is at the same time becoming a 

“global village” (Hofstede & Hofstede, 2005, p. 11) in which local persons are having 

international experiences within their own societies. Brewster (2002) noted that “it is a truism to 

point out that the world is becoming more international” (p. 126), thus presenting new challenges 

to leaders in all societies. This understanding correlates with Mendenhall, Osland, Bird, Oddou, 

and Maznevski (2008) who suggest that the growth of global leadership stems from “the advent 

of globalization as a new reality in international business” (p. 13).  

Global leaders face the challenge of navigating cultural norms, developing appropriate 

leadership styles for different cultures, and responding to other cultures appropriately. Friedman 

(1994) described this challenge by saying, “it has by now become obvious to many researchers in 

the human and social sciences that there is a very large and virtually uncontrollable world 

system” (p. 1). As leaders venture into this world system, they are confronted with the need to 

employ practical approaches that produce desired results. The skills for influencing and 

interacting cross-culturally have become essential in almost every organization. The rapid rate of 

globalization continues to drive organizations towards services, and products that fill a global 

demand and employees who possess a multi-cultural perspective. National and global migration 
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patterns have meant that society is now more diversified and integrated than ever before – a 

multicultural world. The quest for diversity is now a trend in many organizations. Modern 

leaders must factor cultural aspects and dimensions in their organizational initiatives.   

Vision, values, and characteristics of the global leader. The global leader has a 

uniquely different mindset from that of any other leader (Mendenhall, Osland, Bird, Oddou, & 

Maznevski, 2008). This mindset is revealed in the vision, values, and characteristics modeled by 

such leaders. Hofstede and Hofstede (2005) refer to values as “the deepest manifestations of 

culture” (p. 6). Global leaders endeavor to manifest values that appeal to diverse cultures. 

According to Hofstede (1980) differences in cultures are measured by the values of the collective 

through the use of dimensions. A dimension is “an aspect of a culture that can be measured 

relative to other cultures” (Hofstede & Hofstede, 2005, p. 23). Research conducted at IBM‟s 

global companies has been utilized to identify four unique characteristics or dimensions of 

cultures: power distance, individualism, masculinity, and uncertainty avoidance. Related 

research in China produced a fifth dimension, long-term versus short-term orientation (Hofstede 

& Bond, 1988). The global leader adjusts personal values so that they are suitable for working 

effectively in other cultures (Earley & Ang, 2003).    

Ethics and the global organization. Given the diverse cultures on the global landscape, 

differences exist in values across cultures. The global leader navigates these differences by 

embracing global values that demonstrate respect for other cultures through ethical behavior. 

Ethics is the code of moral principles and values that govern human behavior with respect to 

what is right or wrong (Geisler, 1989). Ethics deals with what is morally right and wrong. Global 

organizations have an obligation to conduct themselves in a manner that contributes to society‟s 

welfare and interest. Ethically transformed organizations are places where values, principles, and 
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practices are applied with the effect of “significantly altering attitudes, thinking, communication, 

behavior, culture, and systems” (Johnson, 2007, p. xv).  These organizations are driven by the 

desire to do what is right and good. Organizational interaction in international environments 

requires leadership that values the ethical foundations of other cultures. For the Judeo-Christian 

leader, right and wrong are defined by God‟s Word through Scripture. Worldview, therefore, 

becomes an essential component of the leader‟s toolkit for global engagement.  

Leaders who model transformational and ethical behavior facilitate changes that elevate 

the quality of life for their followers. Burns (1978) alludes to this when he says that a leader 

“recognizes and exploits an existing need or demand” (p. 4) in society. Leaders help groups to 

achieve common goals by defining expectations and clearly outlining the performance targets for 

the group‟s effectiveness. Kouzes and Posner (1995) say, “the most admired leaders speak 

unhesitatingly and proudly of mutual ethical aspirations. They know that people aspire to live up 

to the highest moral standards”. (p. 133). A focus on mutual ethical aspirations at the global level 

allows leaders to exercise good governance by making decisions for a global audience. To this 

end, the global leader and organization should not wait for external pressure to force right action 

but rather be motivated by the moral good of ethical service. 

Multi-Domain Expertise, Exhibits, and the Implications for Best Practices 

According to Gardner (1995), “the attainment of expertise in various domains” is a 

crucial ingredient “to the explication of leadership” (p. 29). Expertise as a leader comes from a 

grasp of practical and empirically tested leadership theory. The leader develops a robust 

knowledge of self, of followers, of organizations, and of organizational interrelationships in the 

global environment through consistent research, application and execution of sound leadership 

principles. Leadership not only “draws on who we are” (Harvey, 2006, p. 39) but it also draws 
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on the domains that a leader embodies. Leaders stimulate and influence followers intellectually 

by displaying an authoritative grasp of issues within that domain. Effective leadership is more 

about influencing rather than controlling (Lore, 1998).  

The development of leadership exhibits has been a primary component in this writer‟s 

advancement of a personal philosophy of leadership. The process of developing a dynamic, 

iterative philosophy of leadership has enabled the progressive acquisition of tools for 

consistently applying leadership while integrating and building on acquired knowledge. This 

process has provided this writer with expertise and skill for navigating the complexities of 

personal, organizational, and global leadership. Each phase of iteration has been a qualitative 

journey towards advanced leadership skill. The development of new understanding of servant 

leadership and application of the concepts has further cemented a personal passion for service to 

society. Such service must be established on an authentic expression of personal best qualities 

that are accurately reflected in interactions with leaders and followers alike. As a member of a 

purposeful organization, the leader‟s focus must be geared towards subscribing to the 

organization‟s rules, standards of operation and codes of conduct. This writer‟s ability to model 

learning in these areas influences others in the organization and leads to corporate learning.   

The organizational change processes that have been implemented over the course of 

developing this philosophy reveal three themes. First, the leader must develop and communicate 

a clear strategic direction. Leaders must formulate a unique strategy that establishes the need for 

changes that follower‟s will embrace. Second, leaders must build top management support for 

the change effort. The organization‟s leadership and managerial team is the driving force for 

change in the organization. Lastly leaders must establish new cultural values that anchor the 

change process (Kotter, 1996). This writer has demonstrated this in applied change processes. 
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As a sojourner originally from Kenya and currently living in the United States, the 

writer‟s ability to adjust to the cultural norms, values, and beliefs of the United States as a host 

country has had a significant impact on applied leadership efforts (Early and Ang, 2003). The 

development of a scholarly understanding of globalization and ethics, along with application of 

leadership concepts has enabled the writer to appreciate the acculturation process and the need 

for a global ethic that crosses national boundaries. Kouzes and Posner (1995), “the most admired 

leaders speak unhesitatingly and proudly of mutual ethical aspirations. They know that people 

aspire to live up to the highest moral standards” (p. 133). Overall, the cultivation of a dynamic 

philosophy of leadership has been instrumental in nurturing a theoretical foundation that 

facilitates application of tested leadership concepts and ideas. The principles outlined herein 

have empowered this writer with tools for consistently applying leadership while integrating 

knowledge from continually developing research. This has been critical for the sharpening of 

expertise and skill for navigating the complexities of personal, organizational, and global 

leadership. This writer‟s objective is to consistently apply these principles in daily leadership and 

develop an unending pursuit of advanced leadership skill.
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