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Abstract
Leadership is accountable to assemble teams and lead them to optimal performance
outcomes. An effective leader recognizes the importance of embracing differences in people
and knows how to connect the dots amongst those differences to get the best outcomes from
the team. This is what cultivates a workplace environment of continuous improvements,
innovation and initiative. Leaders must foster a commitment from the team to embrace an
innovation mindset where each employee learns to apply the differences that exist in one
another for their own success and that of the organization. Innovation begins with those
people who touch the business across all functional and departmental areas. Innovation
dependent on the participation of high-ranking executives whom we call as leader. They take
the time to analyze their competitors and the evolution of industries, brands and the emerging
role of technology. Leadership role is importance to show the people are those who can see,
sow, grow and share opportunities.
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Introduction:
Leadership in the 21st century not only requires the ability to continuously manage crisis

and change – but also the circular vision to see around, beneath and beyond the obvious in
order to anticipate the unexpected before circumstances force your hand. As you embark
upon your change management journey.
Here are eight things that will challenge your capabilities as a change agent and
potentially become defining moments along your leadership success path.

a. Multigenerational Influence
Leaders can no longer be comfortable just gravitating to the generation they belong to.
Connecting the dots of talent, unique perspectives and experiences requires all leaders to
change their attitude, approach and style to accommodate the needs and seize the
opportunities that lie within a broader multigenerational reach.
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b. Cultural Intelligence
The opportunities embedded in the rapid demographic shift are endless, yet the lack of
cultural intelligence is making it difficult for leaders to understand the new business models
and best practice requirements that lie right within reach. Success in today’s global market
requires a leader’s ability to see the talent and consumer landscape as two sides of the same
coin; they are interdependent variables that must work in lockstep for your workforce and
business to flourish.
c. Global Market Wisdom
The manner in which business is conducted outside of the United States is much
different, yet many of today’s workplace leaders are not privy to the wisdom required to
conduct business globally. Business outside of the United States respects wisdom equally to
knowledge, as well as proper conduct, tact and executive presence. Conducting business
abroad is about the total experience a leader can bring to the table that is consistent, original
and true. Self-promotion, lack of values and sensationalism will get you nowhere.
d. Consumers Demand Much More
As leaders, you must touch the business just as much as you lead it.

Leaders can never

forget about the customers that contribute to the growth of their business and must never
grow complacent about understanding their changing needs and demands. Today’s consumer
is much more fickle; they are drowning in the noise and clouded by the choices that are in
front of them — that are attempting to sway them and influence what they buy.

As such,

consumers have become much more demanding and it’s more difficult to earn their loyalty
and trust.
e. Entrepreneurial Attitude
The fiercely competitive marketplace has made it mandatory for leaders to be more
entrepreneurial, connect the dots of opportunity and find non-traditional ways for their
business to grow and prosper. Beyond creativity with the existing business at-hand, leaders
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must be prepared to get involved in new ventures that may require them to open up new
markets, launch new products, and/or be involved in merger and acquisition activities.
f. Technology
You may not be technologically savvy, but you must get to know the role that technology
plays in the evolution of your business – beyond IT, social media, websites, apps, etc.
Don’t simply depend on your Chief Technology Officer (CTO) to lead the way. As a leader
in your business, change your mindset and educate yourself and those around you. If you
plan on being in a leadership role for the rest of your career, the 21 st century demands that
you be knowledgeable enough about technology to test it, engage with it and use it to harness
the profitable evolution of your business.
g. Crisis Management
More and more businesses are dealing with crisis management issues because their
leaders didn’t have the circular vision to anticipate the unexpected. Don’t let your corporate
challenges become headline news. Leaders must be more prepared to handle any crisis with
nimble agility and elegant transparency. The advent of social media – and a national media
hungry to sensationalize any misstep – requires more leaders to have the necessary
preparation, resources, and technologies to respond to a potential crisis in a timely and
responsible fashion whenever needed.

h. Thought Leadership
Today’s leaders must be bold, articulate and courageous visionaries that are not afraid to
speak-up and change the conversation and/or introduce new ideas and ideals. Being a
constructively disruptive leader is important and if you are not pushing your organization, its
employees and the industry at large to think differently, you will not only grow complacent –
you will forget how to think like a leader and as a consequence your organization will
become more vulnerable to its competitors

.

4
www.ssijmar.in

2. Evolution of the Business Model
The points a – m describe a business environment that is changing rapidly and that
requires its leaders to change just as rapidly to keep up. The result of these changes is the
natural evolution of a company’s business model that now demands that its leaders serve as
change agents to lift and lead the entire company.
a. Unknowingly Selfish
Leaders need to be more mindful about setting a more positive and inclusive tone to
avoid being perceived as selfish. Given that employees in the workplace are becoming more
sensitive about their job security, leaders must be more deliberate about recognizing and
taking action to satisfy the needs of others.
b. Micro-Management
Many leaders don’t trust themselves enough to empower their employees to manage their
own responsibilities. As such, they employ exhaustive micro-management efforts that make
it difficult for employees to prove their self-worth and naturally showcase their talents. This
ultimately demotivates their efforts, making it difficult to retain high-potential employees.
c. Don’t – or Can’t – Explain Their Vision
Many leaders have the tendency to get too caught-up in the big picture, the grand vision –
without guiding their employees along the way. Employees get annoyed when they don’t
know where they fit and how they are expected to contribute to the master plan. Many times,
leaders simply assume that employees understand their roles and responsibilities without
taking the time to explain their vision.
d. Ignore the Problems
Leaders that tend to ignore the problems make it difficult for their teams to learn from
them and move on to the next opportunity. Employees are bothered by leaders that are not
accountable for their actions and shift the blame onto others.
e. Lack Patience Under Pressure
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Employees are bothered by leaders that can’t handle the pressure associated with great
leadership and don’t have the maturity to practice patience. Today’s business climate is
more complicated than ever and fueled with many unknowns. Leaders must be able to step
up their game and lift/inspire those around them to get through the added pressure without
missing a beat in generating results and securing sustainable outcomes.
f. Don’t Listen to Themselves or Others
It’s easy for a leader to tell others what to do – but are they listening to themselves and
leading by example? Leaders can outline their expectations for their employees and
organization, for example with the introduction of new best practices and reminders of the
guiding principles and values of the organization. Though many employees will walk away
inspired, the first person that is often guilty of not listening to the message and putting it into
action is the leader him or herself.

g. Not Courageous Enough
Many employees complain about their leaders being too much of a push-over – someone
who gets caught up in office politics at the expense of advancing people, clients and the
business. Leaders need to take more calculated risks and stop worrying about playing it
safe. Courage is a critical success factor in leadership and when your employees don’t
witness enough of it (especially in the most obvious of circumstances), it makes it difficult to
lead them. Great leaders are willing to dive into an uncertain situation for the potential
benefit of the team.
h. Not Enough Presence, Personality and Likeability
Employees are never proud to introduce their leaders to clients and partners when they
lack charisma, presence, personality and likeability. Your leader doesn’t need to know
everything about the business, but with a strong presence and likeability factor they can help
build and cultivate a relationship important to the business.

i. Trust Yourself Enough to Trust Others

6
www.ssijmar.in

Innovation requires breaking down the old rules of thought and creating new ones. This
means each member of the team must become more transparent than ever before.
each member of the team must trust themselves enough to trust each other.

As such,

When you can

accomplish this trust, you become more patient, a better listener and over time more grateful
for the new experiences and relationships that are being formed. Then, step back and
recognize that – with your ability to co-exist with people in ways that form a family bond –
the promise of a new workplace culture can be realized.

j. Collaborate and Discover
It’s not until you begin to trust yourself and others that real collaboration takes root.
Collaboration is not just about working closely together, but also about taking leaps of faith
together to discover new ways of thinking and create greater outcomes. You never know
which idea will take shape into the new innovation that creates impact and influence in the
marketplace – whether a new process, product, packaging, piece of knowledge, etc.

k. Communicate to Learn
Without strong communication, teams can’t find their rhythm and they certainly won’t
find the things they are looking for to build trust and collaborate. The manner in which you
communicate sets the tone and propels thinking in a variety of directions that leads to new
innovations. A team should view themselves as an innovation lab – constantly challenging
each other to learn from each other’s ideas and ideals and to plant the seeds for future
innovations.
l. Be a Courageous Change Agent
For teams to innovate, leaders must challenge each team member to think more critically
and see through a lens of continuous improvement. Looking through this lens requires the
mindset of a ―courageous enabler‖ – one who takes charge and embraces the role of a change
agent in support of constructive disruption that ultimately makes things operate better and
improves performance. Every leader must become a change agent or face extinction. As
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such, their teams must equally be charged to do the same. Accepting the role of a change
agent means taking on an entrepreneurial attitude, embracing risk as the new normal, and
beginning to see opportunity in everything. As you do, innovation becomes second nature.

m. Course Correct to Perfect
To find the perfect combination of people on a team, leaders must often course correct
along the way. Yes, perfection is utopia but course correction steers you closer to the
promise of the culture you are attempting to create. Course correction also keeps people on
their toes and teaches them to adapt to new environments, where they can showcase their
abilities and skill-sets to new people and personalities in different situations and
circumstances.

3. Conclusion
We found that transformational and empowering leadership and integrity enhanced
shared leadership, which was associated with team innovative behavior. Transformational
and empowering leadership directly and indirectly, and integrity indirectly impacted team
innovative behavior, and their associations with innovative behavior were explained by
shared leadership. The importance of leadership in team functioning and its relation to team
outcomes. Antecedents and outcomes of shared leadership, and the indirect role shared
leadership plays in contributing to important organizational outcomes such as innovative
behavior.
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