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FOUR REFLECTIONS ON
The Leader of the Future -
New Visions, Strategies, and Practices for the Next Era

Leading the Organization of the Future (Part 1, Chapters 1–8)

The Leader of the Future has four parts and each reflection of mine will cover one of them in the order they appear in the book.

We live and lead in a diversely pluralistic environment and in times of great uncertainties. There was a time when traditional and classical hierarchical-pyramidical style of leadership was operative but today it is obsolete. 

“How to lead my organization of the future?” There are two types of people answering this existential question. 
Type 1, PREACHER LEADER, who says, “Times have changed but my traditional leadership norm is working. Although there is too much competition out there but I am satisfied with my results.” 
Type 2, DOER LEADER, who makes a commitment, by stating, “In order to catch up with the speed of change I have to follow the path of perpetual learning and flexibility. Leaders of the future are the leaders of change.”

Successful leaders of the future belong to type 2, because they lead by the courage and the vision of carrying on their responsibilities and not merely relying on their positions. These leaders work and grow under the pressures of the current demands and produce enduring results, because they know that great challenges bring with them great opportunities.

To achieve the effective leadership of a doer, we need to consider the following facts:
1. Empowering is more than delegating. It is the discovery and orientation of the hidden capacities in people. “When indirect leadership is at its best, the people say, ‘We did it ourselves’” (p. 26). Appreciating employees as a team of “knowledge workers” (p. 21) is important for having responsible followers entrusted with the shared role of leadership. Giving up power for teaming up is the key for devising an effective strategy and generating the resources of implementing it.

2. Creating a framework of community, sustained by common values and vision. We no longer live in the epoch of individual heroic leaders. We need to incorporate personal success with communal sharing nurtured by the power of profound, uninterrupted and trustful relationships in an atmosphere of cooperation for the betterment of our society. This is the culture of community-building, where the “behavior [of the leaders] is a role model that encourages subordinates to identify with them and thereby internalize their beliefs, values, and assumptions” (p. 61).

3. Turning the organizational pyramid upside down (p. 81). Paying the necessary attention and significance to our customers by the responsible attitude of the management. This attitude cultivates a sense of esteem for the human dignity by considering each person as an asset for the success of our leadership and makes our co-workers responsive to the arising needs of our agency. To succeed in achieving this transformation we have to implement our stewardship talents in a genuine spirit of a servant leader by setting an example of dignified humility.

4. Developing a competence for aloneness. In order to have followers, great leaders need to know how to be on the frontline during many critical moments. While serving as a parish priest in New Jersey, after each public function I used to dedicate some time of solitary reflection in my office asking myself what was the message I conveyed to my congregation and how successful I was in touching and changing their lives. 

5. Making subsidiarity (p. 4) and virtuality (p. 6) effective strategies of leadership. Especially in a religious association (for example a network of parishes in a diocese) it is crucial to implement this policy to be able to reach out to the needs of the people and breed in them the ever-presence of caring leadership. When I was the pastor of the Armenian community in Vancouver, I was under the jurisdiction of the Archbishop in New York but because he was very supportive and caring, I always felt that he was next to me. This nearness was one of the important ingredients for the success of my ministry. 


Future Leaders in Action (Part 2, Chapters 9–15)

The title of Part 2 of The Leader of the Future is a concise answer to the question: “Are leaders born or made?” (p. 108). Leaders are made, because leadership is a dynamic, transforming and relational reality and future leaders are called to act as bridge-builders in a cosmopolitan framework of rapid change in our world identified by globalization and increasing technological accomplishments. 

Barry Z. Posner is buzzing the right alarm by his statement that “Nearly half the population is cynical, and cynics don’t participate in improving things” (p. 99). We are living in the era of cynicism where leading, motivating and planning (cf. p. 141) are very demanding.

In this complex and unstable situation there are no ready-made recipes for leadership. Leaders should have the courage and the vision of setting corporate leadership strategies by “cleaning away the old glue, which was external and applied from the top down, and replacing it with a new adhesive that is internal and self-administered” (p. 143). 

Future leaders in action could succeed when they display the following qualities:
1. Cultivate credibility by inspiring confidence combined with charisma and brainpower. Leadership is a wholistic enterprise and it requires the combination of heart, mind, soul and body. Only this type of leaders “generate hope and conviction in followers” (p. 139).
2. Arouse trust and integrity to be able to motivate people to follow you in full confidence of the certainty of the achievement of the teamwork they are engaged in. 

3. Foster collaboration in an atmosphere of customer and employee loyalty and satisfaction to grow your productivity by exercising “relational power” (p. 117). The leader requires the synchronization skills of a maestro conducting an orchestra where each instrument player participates in the success of the performance.

4. Have the right people to do the right job but always keep an open ear to the question “What is the business of our business?” (p. 134) by balancing your energy of getting results and nurturing relationships by respecting others as co-leaders.

5. Prepare a successor. A former head of the Armenian Church used to repeat, “No one is irreplaceable.” He passed away in 1983 but he transferred his jurisdictional administrative power to his successor already in 1977.

I conclude with the powerful statement of Judith M. Bardwick: “When I look at organizations that are struggling with today’s turbulent transitions, I find six things leaders must do that seem especially critical to creating a sense of strong leadership and achieving success. Leaders must (1) define the business, (2) create a winning strategy, (3) communicate persuasively, (4) behave with integrity, (5) respect others, and (6) act” (p. 134).

In my hierarchical leadership context, the greatest challenge is collaborative action. Collaboration is the key of success of my community life, where all talents and efforts are combined for the common good of being together and serving the larger community of God through the Armenian Church. Only through collaboration we can stimulate the ministry of collective vision and responsibility.



Learning to lead for Tomorrow (Part 3, Chapters 16–23)

I find this part of The Leader of the Future very stimulating and helpful, because “learning, unlearning, and relearning continually” (cf. p. 214) is a life-long promising journey of reflection, enrichment and development for “reinventing ourselves” (p. 195). Only listener-learners can benefit from the expertise and experience of their competent forerunners and shape the “strategic pathway” (p. 152) of the present and the future sustainable business. They master the continuous “organizational reengineering” (p. 189) and carefully handle the complexities of the relationships by “personal credibility and organizational capability” (p. 210).

Envisioning shared leadership in a world of intense and increasing competition needs exceptional courage and integrity to experiment non-traditional styles of the leader as “facilitator, appraiser, forecaster, adviser, and enabler” (p. 178) sustained by the following characteristics:
1. “Live with clear intention and make consistent contact with a higher power greater than ourselves” (p. 197). This is the only –yet indirect– reference to God in this part of the book. Christians rely on this principle and demonstrate it in private and public life. Christian leaders need not only to personally cultivate this sense of spirituality but also to enable their followers to do the same collectively.

2. Be a person “who creates a culture or a value system centered upon principles” (p. 149), by becoming a model of how to be a persistently predictable leader who does not strive to demonstrate capabilities and positional power. 

My two uncompromising principles are: (1) Stay committed but do not over-commit yourself; lead a balanced life-style. The most frustrating and stressful part of my pastoral ministry in New Jersey was my lack of liberty of controlling my calendar. The harsh reality is that leadership is extremely challenging. (2) Ensure accountability.

3. Achieve transformation starting by self-change. “Many great thinkers, from Thales (“Know thyself”) to William Shakespeare (“To thine own self be true”) to Mahatma Gandhi (“You must be the change you wish to see in the world”), have urged us to look within ourselves for leadership guidance” (p. 193). Self-leadership requires courage to embark on sincere dialogue and trustful relationship with our followers, to get rid of our addictions and to map out the vision of change of our organization.

4. “Life is a mission, not a career” (p. 158). Service is the fulfillment and source of happiness of the true missionary. On the Drucker Foundation website, www.drucker.org/leaderbooks/L2L/spring2001/fh.html, (note that on January 1, 2003, the Drucker Foundation evolved into the Leader to Leader Institute), in Francess Hesselbein’s article, ‘When the Roll is Called in 2010,’ there is a checklist where we read the following regarding inclusiveness of the mission: “Mobilizing the total organization around mission, until everyone including the newest secretary and the worker on the loading dock can tell you the mission of the enterprise –– why it does what is does, its reason for being, its purpose.” 

I find this point very relevant to the vocation of my Brotherhood, because we are competently together not to pursue a career but to carry out a mission, and that should be our sole gratification. ‘When the Roll is Called in 2010’ indicates another insightful requirement, which is very crucial for my community: “Revising the mission in 2003, 2006, and 2009, each time refining or amending it so that it reflects shifts in the environment and the changing needs of changing customers as part of a formal self-assessment process.” Richard J. Leider refers to this as “Leadership assessment” (p. 194). 

5. Overcome “a leadership development crisis” (p. 163) by grooming successors to secure the smooth transition of your organization. To achieve this, we have to be willing to share power, to interact with our co-workers as a good communicator and a skillful facilitator, and demonstrate role model qualifications to be adopted in the process of following us.


THE LEADER OF THE FUTURE
Executives on the Future of Leadership (Part 4, Chapters 24–31)

Two important assumptions highlighted by C. William Pollard set the tone of Part 4 of The Leader of the Future: (1) Development of effective leadership depends on good executives who can be a role model of servant, promoter of others, initiator, giver and listener (cf. p.241). (2) “Our company objectives are simply stated: to honor God in all we do, to help people develop, to pursue excellence, and to grow profitably. The first two objectives are end goals. The second two are means goals” (p. 244). 

The effective leadership of any company can be molded by credible leaders of conviction, character, care, courage, composure and competence (cf. pp. 283–284), who demonstrate, in the words of the ancient Greek, Thucydides, “knowledge of their duty, and a sense of honor in action” (p. 251) in enduring perseverance and considerate treatment of others.

Therefore, three important areas need highlighting: 
1. Information, not capital, will be the critical resource of the future (p. 242). The dilemma we are facing in our post-capitalist era is very clear: With the increase of the capital in the hands of the private and/or corporate sectors the sense of serving the common good is decreasing. The key is not sustaining the realized gains but sharing them for the betterment of the society.

In our globalized world of recurrent confusion revolution in information technology (p. 259) plays a decisive role. In March, I participated in a World Council of Churches study on Theological Anthropology, where we listened to scientists sharing with us the complicated innovations of biotechnology and artificial intelligence. On the one hand it was frightening to realize how much potential lies in them; on the other hand it was comforting that human beings are still in control, “for despite its riches, information technology augments but does not replace the human dimension and its possibilities for sharing, vulnerability, and trust” (pp. 262–263).
2. Servant leaders generously delegate authority and share responsibility. By communication we clarify our vision and goals, promote diversity of talents, recruit the right people and distribute decision-making power with others for the success of the collective action we are leading. 

3. In our global and pluralistic society of today great leaders need “both a superior level of education and the capacity to work in multiple languages” and an “experience working in a broad spectrum of cultures” (p. 305).

“A servant leader’s results will be measured beyond the workplace, and the story will be told in the changed lives of others. There is no scarcity of feet to wash. The towels and the water are available. The limitation, if there is one, is our ability to get on our hands and knees and be prepared to do what we ask others to do” (p. 248).

This is the most powerful message of the entire book for my community. The real challenge for me is to communicate it to my brothers and work hard for its accomplishment.

In conclusion, I saw the four parts of The Leader of the Future perfectly integrated to each other in the sense that they are not merely ideas about leadership but guidelines implemented and improved in real test of life experiences. I tried to make use of them for my four reflections vis-à-vis their relevancy to my context.

Nareg Alemezian
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