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Abstract

Purpose – This paper aims to offer a dynamic theory of leadership development.

Design/methodology/approach – The paper examines selected leadership literature through the
lens of theory building-blocks. It identifies the role of the ideal goal in leadership and its importance in
developing the psychological aspect of leadership.

Findings – The paper posits that leadership is a developmental process, which is based on the type
of choice a leader makes. While choice implies that two good options are always available from which
to select, one should make choices in accordance with the leader’s worldview, looking for affiliation (i.e.
the Theta worldview), or looking for achievement (i.e. the Lambda worldview). Consequently, leaders
need to recognise that the choices they make for organisational activities have to fit their own
worldview. Pursuing the fit between one’s worldview and planned organisational activities ensures
that leaders continuously improve their ethical behaviour. The paper concludes with the presentation
of a dynamic theory of leadership, which is based on the assumption that one can only strive toward
truly ethical leadership with the knowledge that this goal is beyond human capacity.

Research limitations/implications – Being a theory-based exploration, the paper does not
provide empirical examples of how this theory might be applied in practice.

Originality/value – The paper provides an example of a dynamic theory, introduces the concept of
Theta and Lambda worldviews and provides a better definition of leadership strategy and tactics.

Keywords Leadership, Leadership development

Paper type Conceptual paper

Introduction
Scholars tend to hold two mutually exclusive views about leadership: one school of
thought holds that leaders are born (Grint, 2000, Nietzsche, 1969) and that the qualities
they embody are subconscious (Lowen, 1975), while the other posits that humans need
to work hard to develop these qualities before they can emerge as leaders (Henrikson,
2006; Kakabadse and Kakabadse, 1999; Kakabadse and Myers, 1996).

The “great man” theory (Carlyle, 2007; James, 1880) exemplifies the former view and
is interested in the personality traits which leaders intrinsically possess (Kakabadse
and Kakabadse, 1999). This approach assumes that a “great man” naturally holds the
essential skills which allow him to perform as a leader. By identifying these essential
traits, others can emulate them through simulated versions of leadership (Lawler,
2005). When applying this approach, scholars analyse specific tasks or problems and
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provide leadership typologies for addressing them (Mullins, 2003; Hersey and
Blanchard, 1993; Bass and Avolio, 1990). Many scholars have explored the behaviour
of leaders, the impact of context or “situation” on leadership (Yukl, 2006), the function
of leadership (Shamir, 1995), as well as “contingency” and dynamic processes (Baker,
2007; Fiedler, 1967). Both the behavioural perspective as well as the economic model
examine leadership as a role whose purpose is to assist an organization to adapt. That
is how an individual practicing leadership can help an organisation to affect adaptive
change (Kotter, 1990; Heifetz, 1998; Nanus, 1995).

The developmental school of thought, on the other hand, seeks to understand the
conscious steps taken to become a leader. Rooted in existentialist phenomenology, it
holds that human development as well as human history is created (i.e. “caused”) by
our awareness of our own mortality (i.e. existential “time”) which shapes everyday
lives as a continuous interpretation of experience of the past and expectation (i.e.
“anticipation”) of the future (Koselleck, 1985, 2002). In this case, personal life “is a
constant becoming through a constant intentionality of development” (MacDonald,
2000, p.33), and human existence is centred on the idea of possibility where “he is
always more than he is; his being is never complete at any given moment” (Sartre,
1973, p. 32). This view suggests that articulations of one’s experience and anticipation
of the future are subject to interpretation and evolve over time (Nanus, 1995;
MacDonald, 2000). The developmental school holds that leadership is grounded in
experience and reflected by the personal interpretation of specific meanings articulated
by inconsistent uses of language (Kakabadse and Kakabadse, 1999). These, in turn,
influence the development of future perspectives (Alvesson and Svenningson, 2003).
Although scholars argue that leaders should exhibit some needed personal qualities
(e.g. Goleman, 1998; Kotter, 1990; Zaleznik, 1977), the above list does not offer a
comprehensive theory of what leadership entails, especially when these leadership
qualities are not found in practice. Moreover, notwithstanding burgeoning academic
endeavours in the field of leadership, we still do not know why leadership calls for
those qualities. However, our goal is not simply to criticise existing views on
leadership. Instead, we take leadership to be a process (Baker, 2007) and present here a
dynamic theory of leadership which refers to time (Ashforth et al., 2008). This theory
will enable us to explain the process of leadership development, explaining that the two
opinions concerning leadership transformations are not at odds but complement each
other. In addition, we will not only identify the gaps in the existing literature and
attempt to fill them, but also assess the relevance of the current literature.

We will develop our argument starting with some basics, first by explaining the
theoretical meaning of leadership and its application in practice. Next, we will examine
some of the leadership qualities recognised by the literature as a context for arguing
that the full embodiment of this list of qualities is beyond human reach. Consequently,
we will expand on what leaders do in practice. We will introduce the two mutually
exclusive worldviews of leaders, the Theta and the Lambda, from which leaders can
choose and the three levels of activity of leadership theory. We will follow this
discussion by introducing the concept of ideal leadership and then presenting a
dynamic model of leadership theory. Leaders are few and not many are ready to face
the challenges expected in this role. We will identify those challenges. Finally, we will
explain why leadership theory, which seems to be relevant to only a few of us, is
actually meaningful to us all.

LODJ
30,6

564

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)



The theory of leadership
Adding to Kurt Lewin’s (1945) observation that “there is nothing so practical as a good
theory”, Whetten (2002) suggests that only a good theory is practical. Hence, we have
two successive goals:

(1) we should understand the components that comprise theory; and

(2) we should incorporate this knowledge into the theory of leadership.

Like any theory, leadership theory has to answer to three key questions – what, why
and how (Whetten, 2002). “What” refers to the constructs analysed, or the target of
theorising; “how” explains the methods we use to create interrelationships between
constructs of the theory; and “why” represents the conceptual assumptions behind
these relationships (Figure 1).

Thus, in leadership theory the “what” represents the goal that the leader looks to
attain, the “how” explains the way the leader reaches the goal, and the “why” explains
the reasons behind selecting this particular method for attaining the goal. However, we
contend that while the literature into leadership deals with what leaders do or how they
do it, it is silent about the reasons for why leaders are motivated to pursue such
activities. This paper seeks to address this gap in leadership theory. However, for
forwarding our explanation, we will first critically review a selection of the literature
into leadership that we will use as a context to our discussion.

The leadership timeline
In general, research into leadership has examined three different phases within the
leadership timeline: the past, the present, and the future. Respectively, they represent
how leaders have been transformed, their social role, and how they identify and
execute their purpose. As Figure 2 shows, the model is in line with Koselleck (1985,
2002), and it defines and captures human development fuelled by the vision of
possibilities.

Figure 1.
The three components of

theory

Theory of
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The past
Who is the leader or what qualities do ideal leadership require? One quality of a leader is
self-awareness (Goleman, 1998, p. 84), which we define as “having a deep understanding
of one’s emotions, strengths, weaknesses, needs, and drives”. By this definition, leaders
should also understand their own values and goals in order to express themselves
accurately and openly. This suggests that good leaders are able to clearly articulate their
deepest emotions and life goals, a feat which psychological research suggests people find
difficult (Niemeyer et al., 2001). Equally, people tend to incorrectly define their
perceptions as “truth”, which leads to emotional distortion (Mostovicz et al., 2008).

Individuals express a difference in their thinking and actions, as shown in the gap
between what they say (“espoused theory”) and what they actually do (“theory in use”)
(Argyris and Schön, 1978). Hence, the “deep understanding of one’s emotions”
(Goleman, 1998, p. 84) is never deep enough to bridge the gap between his intellectual
understanding and his ability to apply this emotional learning, since emotions are
embedded in the subconscious. In his uprooting of traditional Western viewpoints on
the subject, Freud (1948) concluded that the subconscious determines personal
preferences rather than the consciously pursued intellectual efforts. Freud’s challenge
also laid the foundation for a wider debate within intellectual circles of the
psychological origins of personal development (Lesser, 1957).

Besides lacking in self-awareness, humans also cannot act responsibly at all times
as there will always be some areas or times when we act automatically or hide behind
rules and customs (Mostovicz and Kakabadse, 2008). Consequently, we cannot expect
leaders who at times are unaware of their actions to act ethically. The inability led
some researchers to realise that while true ethics is beyond our perception, we can gain
better insight by developing dynamic models of flux (Csikszentmihalyi, 1990). Scholars
who view ethics as a process rather than an end (e.g. Ciulla, 2004a, b; Caldwell et al.,
2008; Flynn, 2008; Hernandez, 2008; Liedtka, 2008; Verbos et al., 2007) pay attention to
the deep, personally held virtues, which generally relate to flourishing, vital,
meaningful life-purposes and their embodiment (Cameron, 2003; Manz et al., 2006;
Knights and O’Leary, 2006; Weiner, 1993). Scholars (Luthans and Avolio, 2003;
Gardner et al., 2005; Yammarino et al., 2008) who argue for the need to develop
authentic leadership – Liedtka (2008), for example – call for a search for authenticity
by looking internally (Hernandez, 2008; Hardt, 1993) rather than externally as logical,

Figure 2.
The leader’s timeline

LODJ
30,6

566

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)

http://www.emeraldinsight.com/action/showImage?doi=10.1108/01437730910981935&iName=master.img-002.jpg&w=315&h=144


economics-driven theories of ethics advocate. Lévinas (1994) addresses this question
by replacing the concept of authenticity with the idea of responsibility to the “Other” as
the ultimate ethical value.

The present
The present refers to the social environment inside which a leader acts. A trait
commonly found in leaders is empathy. Goleman (1988, p. 88) defines empathy as “the
ability to understand the emotional makeup of other people” and “the skill of treating
people according to their emotional reactions”. To empathise means to respect the
other’s goals and motives. But because leaders are unclear about their own values and
purpose, their ability to empathise with those of others is equally constrained.

While Goleman (1988, p. 88) identifies self-regulation, or “the ability to control or
redirect disruptive impulses and moods and the propensity to suspend judgment – to
think before acting”, this supposed self-regulation or the ability to control emotions
and think logically is, at best, wishful thinking, since this introjected, non-autonomous
self-regulation is inauthentic (Ryan and Brown, 2003). Thus, we not only are unable to
control our subconscious but also the impacts that our subconscious has on our actions
(Ariely, 2008).

The future
Humans need a purpose. As each person has his own individual personality, he
therefore searches for a unique purpose (Frankl, 1963). This assertion, so basic to
Judaism, claims that “the foundation of Judaism and the basis of all true religions is the
realization that existence is purposeful, and that man has a purpose in life” (Kaplan,
1979, p. 1), and it is recognised nowadays by cognitive psychologists as well (e.g. Deci
and Ryan, 2000; Pinker, 2003). While we cannot attain true purpose, man is aware that
he has a purpose and should search for it (Frankl, 1963). Hence, contrary to Mills (2003),
who claims that this search for meaning is only a means for dealing with uncertainty,
theorists perceive searching for a purpose (e.g., Frankl, 1963; Kelly, 1955; Nonaka and
Takeuchi, 1995; Yamakage, 2000) as a goal.

However, people tend to believe in their ability of reaching a purpose out of fear of
imperfection (Pinker, 2003), resulting in frustration when they realise that they cannot
attain the purpose. This leads to the development of noögenic[1] neuroses, or what others
might call spiritual or existential neuroses (Frankl, 1963). They shed all striving for
meaning and live a boring and meaningless life. Another prevailing option is to substitute
the unattainable purpose with a reachable one, such as the “American dream” (Adams,
2001), which only delays the neurosis until people reach this attainable but wrong purpose.

Focusing on the search for purpose as a goal requires maturity, one of the most
important qualities of a leader (Zaleznik, 1977). Just as marathon runners are usually
older than those who run short distances, leaders’ applied abilities improve with age
because they have stronger mental stamina. Similarly, marathon runners have to
struggle with an invisible target that does not become visible for some time. Therefore,
they run unconsciously (Frankl, 1975) and concern themselves less with the target and
more with their own actions until the target begins to reveal itself.

Another trait which virtually all leaders have is motivation. Goleman (1998, p. 88)
defines motivation as a “passion to work for reasons that go beyond money and status”
and “a propensity to pursue a goal with energy and persistence.” However, how can
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leaders “pursue a goal” when their purpose is unclear? Second, self-motivation is an
ideal only as in reality, one needs a measure of extrinsic provocation (Gagné and Deci,
2005). As a matter of fact, those who fail to grasp this human inability to pursue a goal
end up trying or thinking too hard and develop neuroses as a result (Frankl, 1963;
Wilson and Schooler, 1991).

What do leaders do?
If most of the leadership qualities mentioned above seem not to exist in reality, aspiring
leaders may remain unaware of how to progress in their development. Literature has
paid less attention to the role of leadership and instead has concentrated more on how
leaders are fulfilling that role. Hence, we need to answer three questions: first, what the
role of leadership is, second, what the role of nonexistent ideal leadership in practice is
and lastly, what the role of all the traits that the literature into leadership identified in
developing leaders is.

Leadership is about making choices (Kouzes and Posner, 2003). Choice is a binary
action that divides options into two sets, the desired and the undesired ones, according
to a higher principle or value (Rawls, 1999). Thus, a choice implies that while both
options are equally valid, one will choose according to a higher principle. Mostovicz
(2008) posits that the way people choose is a reflection of their worldview or the way
they go about discovering their “ideal self” (Hinkle, 1965). We approach this discovery
in one of two ways:

(1) by the need for achievement (the Lambda worldview); or

(2) by the need for affiliation (the Theta worldview).

Each worldview has its unique characteristics. While the Thetas’ motivation is socially
oriented and they look to affiliate with their society of choice (Pyszczynski et al. 2004;
Pyszczynski et al., 1997), the Lambdas are individually motivated (Deci and Ryan, 2000).
Consequently, their respective behaviour follows the fundamental modalities of human
existence (Bakan, 1966). Thetas’ behaviour is toward communion and focused on other
people and relationships while Lambdas’ behaviour is toward agency and focused on the
self and autonomy. The different approaches seek different benefits. Thetas try to build
respect within their society of choice while Lambdas look for personal freedom
(Mostovicz, 2008). While scholars argue that leaders should exhibit the personal quality
of authenticity (e.g. Goleman, 1998; Kotter, 1990; Zaleznik, 1977), Thetas and Lambdas
differ in the way they relate to authenticity. While Thetas are concerned with
truthfulness and denounce fakes (Ciulla, 2004a, b; Nanus, 1995; Pyszczynski et al., 1997,
2004), Lambdas “are genuine and authentic, not a replica of someone else” (George et al.,
2007, p. 129) and perceive authenticity as uniqueness, with negative views of a “me too”
practice (Bennis, 2004; Deci and Ryan, 2000; Ryan and Brown, 2003).

Finally, the different worldviews have different ideas about what a true goal is.
According to Kaplan (1990), one relates to truth either as an objective or as a principle.
If one relates to truth as an objective, the goal is to unite with it, as the Thetas perceive.
If, on the other hand, one relates to truth as a principle, as a Lambda does, truth then
creates a set of challenges or guidelines to live up to. This difference in perception of
truth also explains why different opinions exist about how leaders transform
(Kakabadse and Kakabadse, 1999). To a Theta, a true leader is one who attained his
objective or one who is able to act subconsciously (Lowen, 1975) and naturally – a born
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leader (Grint, 2000; Nietzsche, 1969) while for a Lambda, a genuine leader is one who
follows meticulously a proper set of guidelines (Henrikson, 2006; Kakabadse and
Kakabadse, 1999; Kakabadse and Myers, 1996).

These two approaches clash fundamentally because the drive for achievement ends
in separating oneself from others (or making oneself unique), while its counterpart
seeks to affiliate oneself with others and work in unison. Consequently, this tension can
lead to personal bias or a distortion of the paradox within leadership (Mostovicz et al.,
2008). A Theta type tends to choose the alternative course of action whereby he dilutes
the stakes by substituting a relative truthfulness for the ultimate truth or creates a lack
of contrast by removing a strongly desired choice. On the other hand, in the Lambda
type, the learning paradox can cause one to lose his own personality and to seek
collectivism or even fanaticism in extreme cases whereby one disrespects others’
interpretation of truth or argues that it is invalid (McGregor et al., 1998; see Frankl,
1986, p. xxvi for a similar idea). Table I outlines several of the characteristics which
define these two worldviews and how they approach their practice of leadership.

Incorporating both approaches is paradoxical because this requires one to relate to
the other despite being motivated in a different way (Mostovicz et al., 2008). This
paradox creates an ethical problem because it implies that the leader is supposed to
view a clashing code of conduct as both a proper and a good conduct yet also as
unethical. Moreover, it begs the question of how one can perceive two opposing
conducts as equally ethical.

Hence, leadership consists of three levels (Table II). The lower level consists of the
many tactics or actions (Amir and Ariely, 2007) that are based on the Theta/Lambda
principles. As such, these actions are logical, rational, conscious, measurable and
replicable, and their guiding discipline is economics. Strategy is a matter of interpretation
and often involves the making of choices (Porter, 1996), which are themselves paradoxical

Theta Lambda

Motivation/reason Socially oriented Personally oriented
Goal Seeking unity and certainty Seeking challenge and creation
Behaviour Communion Agency
Benefit Building respect Looking for personal freedom
Leadership principle Authenticity ¼ truthfulness Authenticity ¼ genuineness
Inclination Toward choice Toward contrast
Perception of truth As an objective As a set of rules
Transformation of a
leader

A leader is born. Qualities are
subconscious

A leader is developed
consciously

Table I.
Leadership

characteristics of Theta
and Lambda worldviews

Theory question How? What? Why?

Organisational component Tactics Strategy Leadership

Leading discipline Economics Psychology Metaphysics

Type of action Logical, measurable and
replicable. Conscious

Emotional, a matter of
choice. Subconscious

Does not exist
Table II.

The three components of
leadership theory

Theory of
leadership

development
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(Mostovicz et al., 2008). This is the level of practical leadership that we characterise as
emotional, unconscious, irrational and immeasurable and whose guiding discipline is
psychology. However, this level is properly performed only when it is embedded in true
purpose and its leading discipline is of metaphysics. While man cannot perceive truth, he
is able to progress toward it. Nevertheless, he has to progress naturally and faithfully
according to his worldview, which can be of a Theta or a Lambda type.

The dynamic theory of leadership development
Recently, scholars have criticised theories in social science for being static (Ashforth
et al. 2008) or for not taking into account the element of time. Theories that scholars
considered correct in the past have become invalid over time (Pascale, 1990; Kalogeras,
2005). Consequently, social science in general and the process of leadership (Baker,
2007) in particular are looking for dynamic theories.

Ideal leadership and ethics share one thing in common: neither the former nor the
latter is to be found in man. Nevertheless, as such, they present an ideal for anchoring
leadership theory. Weber (1947) and Hekman (1983) use the term “ideal” only as an aid
to assist in explaining patterns of social interaction, institutional design and the way
we govern ourselves (Cutting and Kouzmin, 2000). Hence, “ideal” does not try to
describe a particular behaviour but looks to capture the logic of reality we use
meaningfully as an inspirational benchmark. We expand beyond this normative
approach and view the ideal type or the ethical leader as a particular entity and argue
that this ideal is not a passive and static benchmark for measuring our success, but an
active and dynamic part of the leadership theory. Unable to reach the ideal, the pursuit
of ideal leadership is guaranteed to fail, yet it assures the dynamic and successful
development of the leader.

While the metaphysical ideal serves as an anchor for guaranteeing a leader’s
dynamic development, a leader gets closer to that ideal either by following the Theta or
the Lambda pattern according to his worldview. Nevertheless, we must express this
worldview in tactical actions that fit (Porter, 1996) the particular worldview (Figure 3).

Figure 3.
The dynamic theory of
leadership development
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However, as we will explain, tactics have a dual role. Not only do we use them as a
means of expression of the leader’s strategy, but as a mirror that reflects the bitter
truth to the leader, telling him what he is not doing properly.

We believe that the selection of our tactical goals is based on logic. Nevertheless,
Porter (1996) reminds us that we should not account for all actions since these actions
should fit our strategic view. According to this approach, the tactical goals are the
independent variables that dictate to us what to do while the strategic view helps us to
select those goals more suitable to our capabilities. Inherently, this approach suffers
from what might be called “objectivity fallacy”, or the belief that we are able to collect
data or define tactical goals objectively. However, we select subjectively only the data
that fits our worldview (Mostovicz, 2008; Mostovicz et al., 2008). Thus, the tactical
activities are dependent variables only. Hence, leadership development starts with
clarifying the emotional, strategic worldview first before defining those tactical
methods that can enhance the strategy.

The leadership challenge
Why are there so few leaders? In Kakabadse and Kakabadse’s (2007) study, only a
handful of people in leadership positions actually led, while the vast majority
acted reactively, either seeing their role as pleasing the shareholders or being
concerned with their reputation. Not only were there not enough leaders to fill
existing leadership slots in management, but the gaps are even greater as some
leaders decline to practise their leadership in the field of business management
(Goffee and Jones, 2000). The result is that filling these leadership roles is a huge
challenge.

Leadership calls for total commitment to the perpetual process of purpose seeking.
While leaders are usually concerned with their legacies, their commitment to purpose
has to go far deeper. It is not simply how a leader has lived his life but how he has
defined a purpose for which he would have been ready to die if it could not have been
pursued (Lévinas, 1994). This total commitment implies that, in reality, leaders seek
“either my way or nothing”. However, this commitment is intrinsic; it calls for the
leader to mobilise himself, body and soul, but in no way does it imply extrinsically that
what is not “my way” is wrong.

This total commitment is not easy. The only tool left at the leader’s disposal is
motivation, which implies flux. A leader should be constantly on the move, trying to
achieve the unachievable and relating to what looks like a means as a life goal.
However, as this motivation is always extrinsically triggered (Gagné and Deci, 2005), it
does not happen regularly, and a good leader should seek that extrinsic motivation
constantly and even provoke it (Nonaka and Takeuchi, 1995).

A leader faces a challenge at the strategic level as well. It is not enough to pursue a
goal and a leader has to follow it strictly according to his worldview while respecting
the other’s worldview. This respect of the other is empathy or what Lorenz (1974) calls
a bond associated with being both non-hierarchical and non-distancing. When leaders
bond socially, they need to send a message that humans all share a common existence
and a lack of self-awareness of the ethics required to search for a true purpose. While
establishing empathy is a momentary act based on a complex unconscious process
(Wilson, 2002), leaders are aware of this but try to unmask it or try to be more aware of
themselves.
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Empathy requires three qualities:

(1) avoidance of distancing;

(2) respect for the integrity of the other; and

(3) harmonious aggression (Ohshima, 1998).

We can only achieve harmony by setting boundaries around the aggressive act while
signalling respect for the adversary’s integrity (Funakoshi, 1973). This ability to
manage a spectrum of aggression may not be unique to humans. As Lorenz (1974) has
pointed out, members of a given animal species also find it important to keep their
aggression intact and to learn to avoid potentially dangerous repercussions by means
of diverting mechanisms.

However, proper empathy or being ethical is trying to hold the stick at both ends
and tends to lead to paradoxical distortion (Mostovicz et al., 2008) that the leader needs
to fight constantly. Empathy is the reconciliation between the closeness of
responsibility and the distancing as defined by the Other (Lévinas, 1994). We can
only strive to reach this ideal but we will never attain it.

Finally, the tactical level has its challenges as well. While an organisation has one
leader only to dictate its future direction, many fall into the trap of transactional
leadership, where they base their leadership on formal authority (Kakabadse and
Kakabadse, 1999). Such behaviour is based on the logic of self-regulation, while
leadership should be based on a voluntary emotional concession of any competing
goals by others in the organisation (Murnighan and Conlon, 1991). Thus, instead of
mistakenly marginalising individual experience in the search for overall homogeneity,
a leader should learn to “play through” (Murnighan and Conlon, 1991) any differences
that individuals may have so that he does not deny “the right of individual people to
have and interpret their own experience” (Cheng, 1995, p. 5).

Conclusion
Ideal leaders do not exist in practice. Thus, we can relate to leadership as a progressive
development only. Since humans cannot be fully conscious of our emotions, a
posteriori, we cannot fully mobilise them in order to understand and attain our life
goals and purpose. Because our purpose remains opaque at best, it follows that leaders
will act unethically even when they do so unwillingly or unconsciously. The only way
for leaders to improve their ethical position is to interact with others in society to help
them reveal their hidden agenda over time. The particular worldview, in turn, shapes
these agendas, either Theta or Lambda, that a person embodies in his search for
greater self-awareness and contextualisation with his external environment.

Note

1. Noös is Greek for mind or spirit.
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Lévinas, E. (1994), Nine Talmudic Readings, Indiana University Press, Bloomington, IN.

Lewin, K. (1945), “The Research Center for Group Dynamics at Massachusetts Institute of
Technology”, Sociometry, Vol. 8, pp. 126-35.

Liedtka, J. (2008), “Strategy making and the search for authenticity”, Journal of Business Ethics,
Vol. 80 No. 2, pp. 237-48.

Lorenz, K. (1974), On Aggression, Harvest Books, Orlando, FL.

Lowen, A. (1975), Biogenetics, Penguin, New York, NY.

Luthans, F. and Avolio, B.J. (2003), “Authentic leadership development”, in Cameron, K.S.,
Dutton, J.E. and Quinn, R.E. (Eds), Positive Organizational Scholarship: Foundations of a
New Discipline, Berrett-Koehler, San Francisco, CA, pp. 241-58.

MacDonald, P.S. (Ed.) (2000), The Existential Reader, Edinburgh University Press, Edinburgh.

McGregor, H., Leiberman, J., Greenberg, J., Solomon, S., Arndt, J., Simon, L. and Pyszczynski, T.
(1998), “Terror management and aggression: evidence that mortality salience promotes
aggression against worldview threatening individuals”, Journal of Personality and Social
Psychology, Vol. 74, pp. 590-605.

Manz, C.C., Cameron, K.S., Marx, K.P. and Manz, K.P. (2006), “Values and virtues in organizations”,
Journal of Management Spirituality and Religion, Vol. 3 No. 1/2, special issue, pp. 1-12.

Mills, J.H. (2003), Making Sense of Organisational Change, Routledge, London.

Mostovicz, E.I. (2008), “Understanding of consumers’ needs for luxury: the mechanism of
interpretation and its role in knowledge creation”, unpublished doctoral dissertation,
University of Northampton, Northampton.

Mostovicz, E.I. and Kakabadse, N.K. (2008), “Debunking the relationship marketing myth:
towards a purposeful relationship-building model?”, paper presented at the 5th
International Conference for Consumer Behaviour and Retailing Research, Nicosia, 26-29
March.

Mostovicz, I., Kakabadse, N. and Kakabadse, A.P. (2008), “Janusian mapping: a mechanism of
interpretation”, Systematic Practice and Action Research, Vol. 21 No. 3, pp. 211-25.

Mullins, L.J. (2003), Management and Organisational Behaviour, FT Prentice-Hall, London.

Murnighan, J.K. and Conlon, D.E. (1991), “The dynamics of intense work groups: a study of
British string quartets”, Administrative Science Quarterly, Vol. 36 No. 2, pp. 165-86.

Nanus, B. (1995), Visionary Leadership, Jossey-Bass, San Francisco, CA.

Niemeyer, R.A., Anderson, A. and Stockton, L. (2001), “Snakes versus ladders: a validation of
laddering technique as a measure of hierarchical structure”, Journal of Constructivist
Psychology, Vol. 14 No. 2, pp. 85-105.

Nietzsche, F. (1969), The Will to Power, Vintage, New York, NY.

Nonaka, I. and Takeuchi, H. (1995), The Knowledge-Creating Company, Oxford University Press,
Oxford.

Ohshima, T. (1998), Notes on Training, Pine Winds Press, Ravensdale, WA.

Theory of
leadership

development

575

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F10720530151073230&isi=000167787100001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F10720530151073230&isi=000167787100001
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2785233
http://www.emeraldinsight.com/action/showLinks?crossref=10.4324%2F9780203451199
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1742715005051860
http://www.emeraldinsight.com/action/showLinks?crossref=10.1007%2Fs10551-007-9415-3&isi=000255861500006
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2393352&isi=A1991FT16600001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.74.3.590&isi=000072529100003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.74.3.590&isi=000072529100003
http://www.emeraldinsight.com/action/showLinks?isi=A1990DC29500012
http://www.emeraldinsight.com/action/showLinks?crossref=10.1007%2Fs11213-008-9092-x&isi=000256083400002


Pascale, R.T. (1990), Managing on the Edge: Companies That Use Conflict to Stay Ahead, Simon &
Schuster, New York, NY.

Pinker, S. (2003), The Blank Slate: The Modern Denial of Human Nature, Penguin, London.

Porter, M.E. (1996), “What is strategy?”, Harvard Business Review, Vol. 74 No. 6, pp. 61-78.

Pyszczynski, T., Greenberg, J. and Solomon, S. (1997), “Why do we need what we need? A terror
management perspective on the roots of human social motivation”, Psychological Inquiry,
Vol. 8 No. 1, pp. 1-20.

Pyszczynski, T., Greenberg, J., Solomon, S., Ardnt, J. and Schimel, J. (2004), “Why do people need
self-esteem? A theoretical and empirical review”, Psychological Bulletin, Vol. 130 No. 3,
pp. 435-68.

Rawls, J. (1999), A Theory of Justice, revised ed., Belknap Press, Cambridge, MA.

Ryan, R.M. and Brown, K.W. (2003), “Why we don’t need self-esteem: on fundamental needs,
contingent love, and mindfulness: comment”, Psychological Inquiry, Vol. 14 No. 1, pp. 71-6.

Sartre, J.P. (1973), Being and Nothingness: A Phenomenological Essay on Ontology, Simon &
Schuster, New York, NY.

Shamir, B. (1995), “Social distance and charisma: theoretical notes and exploratory study”,
The Leadership Quarterly, Vol. 6 No. 1, pp. 19-47.

Verbos, A.K., Gerard, J.A., Forshey, P.R., Harding, C.S. and Miller, J.S. (2007), “The positive
ethical organization: enacting a living code of ethics and ethical organizational identity”,
Journal of Business Ethics, Vol. 76 No. 1, pp. 17-33.

Weber, M. (1947), The Theory of Social and Economic Organization, Oxford University Press,
London.

Weiner, N.O. (1993), The Harmony of the Soul: Mental Health and Moral Virtue Reconsidered,
State University of New York Press, Albany, NY.

Whetten, D.H. (2002), “Modelling as theorizing: a systematic methodology for theory
development”, in Partington, D. (Ed.), Essential Skills for Management Research, Sage
Publications, London, pp. 45-71.

Wilson, T.D. (2002), Strangers to Ourselves: Discovering the Adaptive Unconscious, The Belknap
Press of Harvard University Press, Cambridge, MA.

Wilson, T.D. and Schooler, J.W. (1991), “Thinking too much: introspection can reduce the quality
of preferences and decisions”, Journal of Personality and Social Psychology, Vol. 60 No. 2,
pp. 181-92.

Yamakage, M. (2000), The Essence of Shinto: Japan’s Spiritual Heart, Kodansha, Tokyo.

Yammarino, F.J., Dionne, S.D., Schriesheim, C.A. and Dansereau, F. (2008), “Authentic leadership
and positive organizational behaviour: a meso, multi-level perspective”, The Leadership
Quarterly, Vol. 19 No. 6, pp. 693-707.

Yukl, G. (2006), Leadership in Organizations, Prentice-Hall, Englewood Cliffs, NJ.

Zaleznik, A. (1977), “Managers and leaders: are they different?”, Harvard Business Review, Vol. 55
No. 3, pp. 67-78.

Corresponding author
E. Isaac Mostovicz can be contacted at: isaac@janusthinking.com

To purchase reprints of this article please e-mail: reprints@emeraldinsight.com
Or visit our web site for further details: www.emeraldinsight.com/reprints

LODJ
30,6

576

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0033-2909.130.3.435&isi=000221144200007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2F1048-9843%2895%2990003-9&isi=A1995QL79400002
http://www.emeraldinsight.com/action/showLinks?crossref=10.4135%2F9781848605305.n3
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2Fj.leaqua.2008.09.004&isi=000261366300005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2Fj.leaqua.2008.09.004&isi=000261366300005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1007%2Fs10551-006-9275-2&isi=000249918800003
http://www.emeraldinsight.com/action/showLinks?isi=A1996VV16800011
http://www.emeraldinsight.com/action/showLinks?isi=000184258300014
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.60.2.181&isi=A1991EY27600001
http://www.emeraldinsight.com/action/showLinks?isi=A1977DC95600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1207%2Fs15327965pli0801_1&isi=A1997VY48300001


This article has been cited by:

1. Lianying Zhang, Jiajia Cheng. 2015. Effect of Knowledge Leadership on Knowledge Sharing in
Engineering Project Design Teams: The Role of Social Capital. Project Management Journal 46:5,
111-124. [CrossRef]

2. David Coghlan School of Business, Trinity College Dublin, Dublin, Ireland A.B. (Rami) Shani
Department of Management, California Sate Polytechnical University, San Luis Obispo, California, USA
Jonas Roth Move Management AB, Molndal, Sweden Robert M. Sloyan Benedictine University, Lisle,
Illinois, USA . 2014. Executive development through insider action research: voices of insider action
researchers. Journal of Management Development 33:10, 991-1003. [Abstract] [Full Text] [PDF]

3. Ovidiu Nicolescu Economic University of Bucharest, Bucharest, Romania Ciprian Nicolescu Economic
University of Bucharest, Bucharest, Romania . 2014. The specificity and typology of dynamic
management studies. Journal of Organizational Change Management 27:2, 299-313. [Abstract] [Full Text]
[PDF]

4. Hyunyong Jung. 2014. The Impact of Leadership-Followership Combination on the Administrative
Organizational Performance : An Analysis of Mediating and Moderating Effects. The Journal of the Korea
Contents Association 14:1, 179-188. [CrossRef]

5. Zane Ma Rhea. 2013. Alien tutelage: on generalizability and contextualization in leadership development.
Human Resource Development International 16:3, 346-356. [CrossRef]

6. Otmar VarelaDepartment of Management, University of Arkansas – Little Rock, Little Rock, Arkansas,
USA Michael BurkeDepartment of Management, Tulane University, New Orleans, Louisiana, USA
Norbet MichelDepartment of Finance and Economics, Nicholls State University, Thibodaux, Louisiana,
USA. 2013. The development of managerial skills in MBA programs. Journal of Management Development
32:4, 435-452. [Abstract] [Full Text] [PDF]

7. Sigrit AltmäeInstitute of Business Administration, University of Tartu, Tartu, Estonia Kulno
TürkInstitute of Business Administration, University of Tartu, Tartu, Estonia Ott‐Siim ToometInstitute
of Economics, University of Tartu, Tartu, Estonia. 2013. Thomas‐Kilmann's Conflict Management
Modes and their relationship to Fiedler's Leadership Styles (basing on Estonian organizations). Baltic
Journal of Management 8:1, 45-65. [Abstract] [Full Text] [PDF]

8. Rodica Pamfilie, Andreea Jenica Petcu (Draghici), Mihai Draghici. 2012. The Importance of Leadership
in Driving a Strategic Lean Six Sigma Management. Procedia - Social and Behavioral Sciences 58, 187-196.
[CrossRef]

9. Pierre Kletz, Granit Almog‐Bareket, André Habisch, Gilbert Lenssen and Cristian Loza AdauiE. Isaac
MostoviczJanus Thinking Ltd, Jerusalem, Israel Nada K. KakabadseNorthampton Business School, The
University of Northampton, Northampton, UK. 2012. “He has told you, O man, what is good!”. Journal
of Management Development 31:9, 948-961. [Abstract] [Full Text] [PDF]

10. Svetlana Holt, Joan Marques. 2012. Empathy in Leadership: Appropriate or Misplaced? An Empirical
Study on a Topic that is Asking for Attention. Journal of Business Ethics 105:1, 95-105. [CrossRef]

11. Svetlana HoltWhat Do Empathy and Emotional Intelligence Have to Do with Change? 89-103.
[CrossRef]

12. Lutgart Van den Berghe, Abigail Levrau, Naomi Chambers and Joris‐Johann LenssenE. Isaac
MostoviczBased at Northampton Business School, The University of Northampton, Northampton,
UK Nada K. KakabadseBased at Northampton Business School, The University of Northampton,
Northampton, UK Andrew KakabadseBased at Cranfield School of Management, Cranfield University,

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)

http://dx.doi.org/10.1002/pmj.21525
http://dx.doi.org/10.1108/JMD-06-2012-0072
http://www.emeraldinsight.com/doi/full/10.1108/JMD-06-2012-0072
http://www.emeraldinsight.com/doi/pdfplus/10.1108/JMD-06-2012-0072
http://dx.doi.org/10.1108/JOCM-04-2013-0047
http://www.emeraldinsight.com/doi/full/10.1108/JOCM-04-2013-0047
http://www.emeraldinsight.com/doi/pdfplus/10.1108/JOCM-04-2013-0047
http://dx.doi.org/10.5392/JKCA.2014.14.01.179
http://dx.doi.org/10.1080/13678868.2012.756158
http://dx.doi.org/10.1108/02621711311326400
http://www.emeraldinsight.com/doi/full/10.1108/02621711311326400
http://www.emeraldinsight.com/doi/pdfplus/10.1108/02621711311326400
http://dx.doi.org/10.1108/17465261311291650
http://www.emeraldinsight.com/doi/full/10.1108/17465261311291650
http://www.emeraldinsight.com/doi/pdfplus/10.1108/17465261311291650
http://dx.doi.org/10.1016/j.sbspro.2012.09.992
http://dx.doi.org/10.1108/02621711211259893
http://www.emeraldinsight.com/doi/full/10.1108/02621711211259893
http://www.emeraldinsight.com/doi/pdfplus/10.1108/02621711211259893
http://dx.doi.org/10.1007/s10551-011-0951-5
http://dx.doi.org/10.1057/9781137087102_5


Cranfield, UK. 2011. Corporate governance: quo vadis?. Corporate Governance: The international journal
of business in society 11:5, 613-626. [Abstract] [Full Text] [PDF]

13. Gilbert Lenssen, Yury Blagov, and David BevanE. Isaac MostoviczJanus Thinking Ltd, Jerusalem,
Israel Andrew KakabadseCranfield School of Management, Cranfield University, Cranfield, UK Nada K.
KakabadseNorthampton Business School, The University of Northampton, Northampton, UK. 2011.
The four pillars of corporate responsibility: ethics, leadership, personal responsibility and trust. Corporate
Governance: The international journal of business in society 11:4, 489-500. [Abstract] [Full Text] [PDF]

14. Gilbert Lenssen, David Bevan and Joan FontrodonaE. Isaac MostoviczChief Executive Officer at Janus
Thinking Ltd, Jerusalem, Israel Nada K. KakabadseProfessor in Management & Business Research
at Northampton Business School, Northampton, UK Andrew P. KakabadseProfessor of International
Management Development at Cranfield School of Management, Cranfield, UK. 2010. Self‐ or rule‐
based governance: analysis of choice‐making behaviour. Corporate Governance: The international journal
of business in society 10:4, 541-557. [Abstract] [Full Text] [PDF]

15. Kijpokin KasemsapThe Role of Ethical Leadership in Ethical Organizations: 1406-1430. [CrossRef]
16. Kijpokin KasemsapThe Role of Ethical Leadership in Ethical Organizations: 135-168. [CrossRef]

D
ow

nl
oa

de
d 

by
 A

B
E

, M
is

s 
C

la
ir

e 
Si

eg
el

 A
t 0

9:
49

 0
5 

O
ct

ob
er

 2
01

7 
(P

T
)

http://dx.doi.org/10.1108/14720701111177019
http://www.emeraldinsight.com/doi/full/10.1108/14720701111177019
http://www.emeraldinsight.com/doi/pdfplus/10.1108/14720701111177019
http://dx.doi.org/10.1108/14720701111159307
http://www.emeraldinsight.com/doi/full/10.1108/14720701111159307
http://www.emeraldinsight.com/doi/pdfplus/10.1108/14720701111159307
http://dx.doi.org/10.1108/14720701011069740
http://www.emeraldinsight.com/doi/full/10.1108/14720701011069740
http://www.emeraldinsight.com/doi/pdfplus/10.1108/14720701011069740
http://dx.doi.org/10.4018/978-1-4666-9624-2.ch063
http://dx.doi.org/10.4018/978-1-4666-8562-8.ch006

