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Research on leadership behavior during the recent years has yielded a tremendous 
result on different leadership behavior taxonomy. Leadership study over the period is 
found to be the most controversial and critical issue in organizational behavior. The 
leaders today are entering to a past modern era otherwise an information age. The life 
of modern-day leaders is more demanding than ever. Leaders must now be able to 
transcend change and bring innovations. Great leaders are the basis of all human 
achievement. Companies globally are striving to identify, develop and put in place 
outstanding leaders to face the challenges of highly unpredictable world 
commercially, economically and socially.  
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INTRODUCTION: 

Today effective leadership is commonly viewed as central to organizational success. 
It went historically hand-in-hand with studies of elites i.e. Political, Financial, 
Military, Aristocratic, or Cultural elite. Leadership was considered as an art, for which 
some fortunate people had an inbuilt genius; the rest of us could only engage in 
admiring post-game analysis. During the Great Depression, US Social Psychologists 
found in studying groups that Democratic Leadership was not only possible, it was 
more effective. Unfortunately, research indicated that patterns of leadership behavior 
in small groups were not transferable to large groups, or organizations. During Second 
World War, people began to ask what trait leaders needed to win the war; however, 
research produced no consensus view on key traits for effective leadership. 

In the 60’s and 70’s, a number of scholars attempted to define leadership in terms of 
influence. In other words, people attribute leadership to certain individuals who are 
called leaders because people want to believe that leaders cause things to happen 
rather than have to explain causality by understanding complex social forces or 
analyzing the dynamic interaction among people, events, and environment (Calder, 
1977; S. Hunt, 1984; McElroy & Hunger, 1988; Pfeffer, 1989). 

Ohilo state Leadership studies program (founded 1949): “Leadership may be said to 
be the behavior of an individual while he is involved in directing group activities” 
(Hemphill, 1949). 

John Kennedy said back in 1960: “It is time for a new generation of leadership to 
cope with new problems and new opportunities”. In some respect these words are true 
today than ever before. “Leadership is a process whereby the leader can influence 
others to perform beyond those activities commanded by individuals in formal 
authority positions” (Moloney, 1979).  

Abstract 
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Leadership is completely subjective, virtually impossible to make on learn yet, then in 
every enterprise, company, firm etc search a high reflection of certain unique 
characteristics, personality, ability within individuals who can lead the road way; who 
can be the backbone and support the team of players. The ultimate nature and quality 
of that leadership comes out of the innate character and personality of leader.  

OBJECTIVES OF THE STUDY 

1. To recognize the leadership with ‘I’ components 
2. To know competencies associated with Leadership Styles  
3. To evaluate the Global Leadership Challenge 

LEADERSHIP WITH “I” COMPONENTS 

� Intuitive: 
A leader to be intuitive is a tremendous characteristic that should be considered as 
an alternative to the traditional management paradigm in today’s age. The 
intuitive leaders lead to his way that comes naturally. This type of leader listens to 
his “inner voice of common sense and then build on the inmate abilities with his 
sound leadership techniques”. To be a perfect intuitive leader and execute such 
leadership, one have to build up the data bank of knowledge i.e., the more you 
know, the better you will be. The key to success is developing your natural 
leadership style into practice in non-threatening environment, like in family 
situation, small clubs or with just a few friends.  

� Integrity: 
There are three essential parts of integrity: self knowledge, condor and maturity. 
“Know yourself,” until you truly know your strengths. Candor in best on honesty 
of thought and action maturity in equally important as every leader needs to have 
experienced and has grown through dedicated learning observations, experience, 
truthful. Integrity mostly based on truth which must be learned and cannot be 
acquired. Maturity is the combination of results expected of them and relationship 
with everyone who impact success.  

� Intelligent: 
People usually learn leadership best by doing. And of course intelligence is 
something that can be difficult to develop. A leader requires a great deal of 
intelligence in any field simply by investing a reasonable amount of time by 
reading on a daily basis. Self competencies and awareness about your own 
learning obstacles are needed to identify. Intelligent leader must act as democratic 
leader of coalition rater than as dictators. Emotional Intelligence is (Daniel 
Goleman) described as a bundle of psychological attribute that may strong 
leaders’ exhibit. New demand like autonomy, freedom, opportunities for growth, 
team spirit is expected to meet by an intelligent leader.  

� Involvement 
When a leader wants to grow as a team, he should be a participative leader by 
involving his team in decision making. When a team needs to think creatively to 
solve complex problems, improve productivity, develop a new product, the best 
way to get such mental work done through involving them in various crucial 
issues of the day. There is an old Chinese proverb that states, “Tell me and I 
forget, show me and I remember, involve me and I understand”. As a leader, with 
a primary responsibility is to attend to and develop your followers’ skill. 
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Involving as many as possible day to day challenges of your division on 
departmental can be powerful tool for skill building within the team.  

� Inspiration 
Since last 30 years there has been increasing member of research on leadership is 
taking leadership has a lot more to do with inspiration and vision, rather than 
straight forward technical competence. Leadership in today’s age is recognized on 
transferable skill, it can be developed by continued learning and development 
through passions. All business leaders must have the power to inspire, motivate 
and positively influence the people in their professional lives. The inspiring leader 
has demonstrated enthusiasm constantly for which they have abundance passion 
of what they do. The inspiring leader is expected to deliver and narrate which 
helps to connect their audience.  

� Innovation 
Harry Levinson and Stuart Rosenthal, both psychiatric experts, make this 
comment about the development of leaders: “Our point of view is that some 
people want to be leaders and see themselves as leader. They provide stability and 
support while defining goals and providing reassurance”. UK Retail Giant Tesco 
defines, innovation as ideas that yield results that are better for mistaken simple 
for staff or cheaper for company inventing a new concept as important as 
implementing the innovation idea in the business. It would be fair now to say that 
innovation is the core of the human race’s success as a species.  

COMPETENCIES ASSOCIATED WITH LEADERSHIP STYLES  

There are three leadership behaviors that are essential for creating an environment 
where high performance is both inevitable and sustainable which includes vision, 
challenge, and support. An awareness of leadership styles and their consequences is 
very important for successful leadership because a leader’s style may either facilitate 
or inhibit skill changes. Any style could facilitate change if it gained the trust and 
respect of those affected by it.  

There are three types of leaders based on how they made decisions:  

1. Authoritarian Leadership (Autocratic) 
Authoritarian leaders, also known as autocratic leaders, provide clear expectations 
for what needs to be done, when it should be done, and how it should be done. 
There is also a clear division between the leader and the followers. Authoritarian 
leaders make decisions independently with little or no input from the rest of the 
group.  
Authoritarian leadership is best applied to situations where there is little time for 
group decision-making or where the leader is the most knowledgeable member of 
the group. 

2. Participative Leadership (Democratic) 
Participative leadership, also known as democratic leadership, is generally the 
most effective leadership style. Democratic leaders offer guidance to group 
members, but they also participate in the group and allow input from other group 
members. 
Participative leaders encourage group members to participate, but retain the final 
say over the decision-making process. Group members feel engaged in the process 
and are more motivated and creative. 

3. Delegative (Laissez-Faire) Leadership 
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Researchers found that children under delegative leadership, also known 
as laissez-fair leadership, were the least productive of all three groups. The 
children in this group also made more demands on the leader, showed little 
cooperation and were unable to work independently. 
Delegative leaders offer little or no guidance to group members and leave 
decision-making up to group members. While this style can be effective in 
situations where group members are highly qualified in an area of expertise, it 
often leads to poorly defined roles and a lack of motivation. 

However, in most cases an autocratic style tends to create distrust, a laissez faire style 
lack of credibility, lack of respect, thus limiting the flexibility of leaders using these 
styles. The style that most consistently results in trust and respect and therefore 
increases the likelihood of a positive response to contingency management is the 
democratic style.  

Leaders emerge in organizations regardless of job title. Leaders may be managers, 
managers may be leaders – but it is clear that the competencies associated with 
“management” as opposed to “leadership” can be very different. One way to look at 
the differences, as proposed by John Kotter, is shown in Figure 1. This model defines 
management primarily in terms of effective execution and operations. Leadership, in 
contrast, creates the systems and processes and changes them to take advantage of 
opportunities and to avoid hazards. 

Figure 1: Kotter’s Differences between Management and Leadership 

Function  Definition  Process Responsibility 
Management Makes systems of people and 

Technology work well day 
after day, week after week, 
year after year 

� Planning and budgeting. 
� Organizing and staffing. 
� Controlling and problem-solving. 
� Taking complex systems of people and 

technology, and making them repeatedly 
run efficiently and effectively. 

Leadership Createsthe systems that 
managers manage, and 
changes them in fundamental 
ways to take advantage of 
opportunities and avoid 
hazards 

� Creating vision and strategy. 
� Communicating and setting direction. 
� Motivating action. 
� Aligning people. 
� Creating systems that managers can 

manage, and transforming them when 
needed to allow for growth, evolution, 
opportunities and hazard avoidance.  

Clearly, a winning corporate strategy has to include both skills sets in its leadership 
ranks in order to be successful. Balance is key – lopsided skills clusters do not lead to 
success. Kottler maps the results of too much and too little of these yin-yang 
requirements, demonstrating that companies with an over-abundance of managers lose 
agility and cannot adapt to changes, while an over-abundance of innovative leaders 
can cause instability and chaos (See Figure 2). 
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Figure 2: The Results of Imbalance between Management and Leadership Skills 
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GLOBAL LEADERSHIP CHALLENGE: 

Organisations must complement their business growth strategies with sensible 
leadership development plans to ensure they have a talent pipeline ready when 
required. Leadership is an observable, learnable set of practices. Leadership is not 
something mystical and ethereal that cannot be understood by ordinary people. Given 
the opportunity for feedback and practice, those with the desire and persistence to lead 
to make a difference and substantially improve their abilities to do so. However 
organization, today demand effective, adaptable and committed leadership. This really 
presents a challenge to companies who must develop leaders despite the constraints of 
limited time and financial resources.  

The Global leaders have a moral obligation and a social responsibility to the world at 
large. Global leaders should make an important contribution and impact both locally 
and globally. When required to mange through uncertainty, they must be flexible and 
responsive to change.  

Organizations are facing major challenges, many of them resulting in restructuring, 
reengineering and downsizing. Work environment have become more complex and 
sophisticated. The need for effective leadership and organizational commitment has 
become more critical. Therefore, today's leaders are confronted with unpredictable 
challenges, which require a different degree of flexibility. For managers to lead their 
workers most effectively, they need a style of leadership behavior that is tailored 
specifically to the employees' level of commitment. 

 

Innovative, adaptive, energetic, but if 

an organization is large it can be on 

the edge of chaos. 

Solid company if it has high market 

share, but bureaucratic and 

controlling – unable to adapt to a 

changing environment. 

The enterprise will soon go out of 

business unless it is a monopoly. 

Meets today’s commitments to 

stakeholders superbly while also 

adapting to make the enterprise 

stronger for the future. 
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Table 1: Showing different Leadership Challenges 

Challenges China Egypt India Singapore Spain UK US 
Developing Managerial 
Effectiveness 

26.3 18.9 23.0 15.2 13.8 20.8 26.0 

Inspiring others 22.2 16.0 15.0 23.2 20.2 16.0 15.1 
Developing employees 20.2 20.8 19.0 18.8 17.0 17.0 15.1 
Leading a team 10.1 17.0 13.0 17.9 40.4 20.8 11.6 
Guiding Change 10.1 17.0 17.0 15.2 17.0 33.0 22.6 
Managing internal 
stakeholders and politics 

17.2 10.4 13.0 20.5 10.6 16.0 24.0 

Source: Survey conducted at the Centre for Creative Leadership 

According to a survey conducted at the Centre for Creative Leadership, involving 763 
leaders, there are six leadership challenges across seven countries that have been 
studied in India, China, Egypt, Singapore, Spain, United Kingdom and United States 
are as follows –  

� Developing managerial effectiveness: The challenge of developing the relevant 
skills such as time management, prioritization, strategic thinking, decision-
making, and getting up to speed with the job, to be more effective at work. 

� Inspiring Others:  The challenge of inspiring or motivating others to ensure they 
are satisfied with their jobs and motivated to work smarter. 

� Developing Employees: The challenge of developing others, especially through 
mentoring and coaching. 

� Leading a team: The challenge of team-building, team development and team 
management. 

� Guiding change: The challenge of managing, mobilizing, understanding and 
leading change, including mitigating the impact of change, overcoming resistance 
to it and dealing with employees' reaction to change. 

� Managing internal stakeholders and politics: The challenge of managing 
relationships, politics and image such as gaining managerial support and 
managing up and getting buy-in from other departments, groups, or individuals. 

For Indian leaders, developing managerial effectiveness tops the challenges list with 
23 per cent, followed by developing employees (19 per cent), guiding change (17 per 
cent), managing retention and leading vision (14 per cent), leading a team and 
managing internal stakeholders and politics (13 per cent). 

Essential qualities and attributes required to attack the global leadership challenges 
are as follows – 

1. Thinking globally 
2. Search for opportunities  
3. Experiment and risk taking 
4. Appreciating cultural diversity  
5. Sharing leadership 
6. Dynamic people skills 
7. Proficient in languages 
8. Experience in or exposure to multicultural environments 
9. Multidisciplinary perspectives 
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10. Transformational leadership skills 

Global leaders see the importance of making a universal contribution and impact. 
They have a desire to help people through international public service and genuinely 
believe that the openness and area of international work are more challenging, 
engaging and energizing than leading within one’s own country. Many times people 
are uncomfortable with change. Leaders can model a positive response by 
transforming their own thinking and by being more open to fresh ideas. It is also 
critical to embrace emotional reactions to change. Human cognition and emotion are 
integrated systems. When convincing people that change is needed and desirable, it's 
not enough to use rational arguments. Leaders also need to be sensitive to employees' 
emotions and show empathy. 

CONCLUSION: 

The next generation of leaders will be confronted with challenges that will demand 
new competencies in light of increased global pressures and demands that even their 
predecessors will not have experienced. The business has adopted a strategic approach 
to leadership development reflecting a broad based and integrated approach to 
identify and build talent with a blend of competencies. Effective leaders emerge from 
effective talent management processes that identify, nurture and challenge high 
potential employees. It is important that organisations have a concise understanding 
about the type of leadership capability and critical competencies required to execute 
the business strategy and deliver business success.  
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