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INTRODUCTION

Leadershipandmanagementaretaughtinnumerousuniversitiesaroundtheglobe.Althoughleadership
andmanagementareinseparableacademicsubjects,theyarecommonlypursuedintwodifferentacademic
disciplines:educationorbusiness.Toensurevariousorganizationsinoursocietieswillsurviveandthrive,
leadersandmanagersseekguidancefrombothleadershiptheoriesandmanagementscience.Leaders
andmangershaveturnedtostrategicleadershipandmanagementtoinspireandguidetheirvisions,and
toformulatethedirectionssoessentialforthelongtermgrowthandsuccessofanorganizationora
country.Inthebroadestsense,leadershipinvolvesestablishingdirection,aligningpeople,andmotivat-
ingandinspiringotherstoproducechangeandmovement.Management,ontheotherhand,involves
planningandbudgeting,organizingandstaffingandcontrollingandproblemsolvingtoproduceorder
andconsistency.Leadershipandmanagementaretwoseparate,butrelated,fieldsofstudy.Bothleading
andmanagingorganizationsarenon-linearprocesses.Bothleadersandmanagersneedtheskillsand
toolsforstrategyformulationandimplementationinordertodealwithchangeinoursociety.Managing
changeandambiguityrequiresstrategicleaderswhonotonlyprovideasenseofdirection,butwhocan
alsobuildownershipandalignmentwithintheirworkgroupstoimplementchange.

Therearedifferentwaysofdefiningstrategicleadership.Itcanbebroadlydefinedasutilizingpar-
ticularapproachesinthemanagementofemployees.Themainobjectiveisproductivity.China’sGDP
surpassedthatofUSArecently.Thateconomicaccomplishmentcanbeconsideredthetangibleresult
ofleadershiponamacrolevel.IfleadershipislinkedtothewritingsbyKarlMarx,thentheaimof
strategicleadershipistoproduce“surplusvalue”asaresultoftherulingclassexploitingtheworking
class. Inacademia, leadership iscommonlydefinedasa leadershipstyle. Itprovides thevisionand
directionforthelongtermgrowthandsuccessofanorganization.Itrequiresobjectivityandpotential
tolookatthebroaderpicture.Itisleaders’responsibilitytoincorporateaspectsofboththeanalytical
andhumandimensionstoeffectivelydrivetheorganizationsforward.Strategicleadershavetoanswer
fourfundamentalquestions:

1. Whatareourrolesaschiefstrategists?
2. Howdowefunctionasstrategicleadersduringtheongoingdevelopmentofstrategies?
3. Whatkindofteamsareneededfordevelopingstrategies?
4. Howcanweevaluatetheeffectivenessofstrategies?

Likeallotherleaders,strategicleadersarerequiredtofirstlyformulateavisionfortheirorganizations.
Secondly,strategicleadersarerequiredtoalignnonleadersandthirdly,strategicleadersarerequiredto
motivatesubordinatesforchangeorbringaboutchangetotheirorganizations.Moreimportantly,stra-
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tegicleadersarerequiredtobemanagerswhomaintaindaytodayoperationstoensurethatstrategies
arebestimplementedandorganizationalgoalsarerealized.

Thegoalofstrategicleadershipandmanagementistodriveinnovation,andmaximizeteamperfor-
mancetoenhanceorganizations’longtermgrowthandsuccessintoday’scomplexworldoffast-paced,
dramaticchange.Researchonstrategicleadershipandmanagementhasbeengoingonfordecadesand
researchershavebeenabletogeneratenewframeworksandmodelsaboutthesetwoinseparablesubjects
thatdriveinnovation,andmaximizeteamperformanceinoursocieties.Inbotheducationandbusiness
programsinhighereducation,facultymemberstrainournextgenerationofleadersandmanagerstonot
relyonoldwaysofthinkingaboutleadershipstrategies.

Ifwepauseforamomenttoreflectontheenvironmentinwhichorganizationsareembedded,it
becomesabundantlyclearthatorganizationsarebeingbuffetedlikeneverbeforebytheglobalforcesof
change,competitivenessanduncertainty.Tosurvive,oreventhrive,insuchchallengingcircumstances
requires thatorganizationsadapt toandalso incitechange themselves.Tostay ‘aheadof thegame’
requiresbothvisionandstrategy–theverytwothingswhicharetheconcernofstrategicleadersand
managers.However,whiletheideasandframeworksgeneratedovertheyearsofresearchinstrategic
leadershipmayproveausefulstartingpointforinformingstrategicleadershipandmanagement,the
presentdynamicsocialandeconomicconditionsdemandre-examinationoftheassumptions,frameworks
andmodelsofstrategicleadershipandmanagement.Thepresent(andthefuture)isacalltothosecon-
cernedwithleadershiptocontinuallyreviewandevaluatewhatisknownandunderstoodaboutstrategic
leadershipandmanagement,andtoultimatelyseeknewinsightsthatwillenablestrategicleadersto
moreeffectivelymeet,anddrivechangeandinnovation.Thereisanimperativetore-consider,reflect
andpossiblyre-engineerstrategicleadershipandmanagement.Thus,strategicleadersandmanagersare
facedwithmanychallengesandimperativesforchange.Inthefollowingdiscussion,someofthetrends
arebroughttothefore(albeitbriefly)soastoprovidesomesenseoftheenormityofthechallengesand
anappreciationofthestatusofthefieldofstrategicleadershipandmanagement.

Thesphereofinfluenceofthefieldofleadershipandmanagementextendsbeyondthoseinclearly
identifiedleadershippositionsatthetopoftheorganization.Justaschangeispermeatingalllevelsof
organizations,sotooaretheskillsofstrategicleadershipandmanagement.Atalllevelsofanorga-
nization,leadershipandmanagementskillsarebecominghighlyvaluedandnecessary,regardlessof
whethertheemployeeholdsadesignatedandclearlylabeledleadershippositionattheverytopofthe
organizationallevelornot.Strategicleadershipandmanagementarequicklybecomingcoreskillsfor
allinthe21stcenturyandlikelybeyond,foratalllevelsoforganizations.Thisisnecessaryiforganiza-
tionsaretogainandmaintaincompetitiveadvantageandlong-termgrowth.Moreoftenthannot,the
complexitiesofstrategicleadershipandmanagementinmoderntimesdemandstheskills,knowledge
andexperiencesofmorethanasingleindividualat theverytoplevelofanorganization.Themore
traditionalmodelofheroicleadershipwithwhichtraditionalorganizationsareaccustomedisnolonger
sufficient.Toeffectivelyleadandmanagetoday’scomplex,dynamiccontextsitisfarmoreeffectiveto
consideramodelofleadershipinwhichleadershipisdistributedthroughouttheorganization,wherever
thecapabilityandexpertiseisfoundwithinthelevelsofanorganization.Itisfromthisviewpointthat
weareseeingincreasingemphasisonmodelsthatdistributeleadershipandmanagementresponsibil-
itytoabroaderbaseofindividuals.Trulyinsightfultoplevelmanagersandotherleaders“recognize
thatitisimpossibleforthemtohavealltheanswers”(Ireland&Hitt,2005).Thereisgrowinginterest
inexploringstrategicleadershipandmanagementmodelswhicharecharacterizedas‘collaborative’,
‘shared’,‘distributed’,‘collective’.
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Whenconsideringthecomplexitiesandchallengesfacingorganizations,technologicaladvancements
canbeidentifiedasonemajorprimaryfactor.Technologyisadriverofrapidlyincreasingintercon-
nectedness,andsubsequentlyinterdependence,amongpeople,organizations,culturesandcountries;in
otherwords,globalization.Withtheadventofdigitaltechnology,inparticulardigitalWeb2.0technolo-
gies,globalizationisaccelerated.Technologydrivenglobalizationhasresultedinwidespreadandrapid
economic,political,socialandculturalchanges,withwhichorganizationsmustcontend.Whatdoesthis
meanforstrategicleadersandmanagers?In1989(atatimethattheworldwaspoisedonthebrinkofthe
internet)BartlettandGoshalwrotetheirlandmarkwork,“ManagingAcrossBorders:TheTransnational
Solution.”BartlettandGoshal’sworkservedasacatalystforanumberofotherpublicationsandgradu-
allytheterm“globalmindset”cameintouse.Thoughthedefinitionwas(andremains)imprecise,itis
recognizedasimportantasitcapturestheessenceofthenotionthatstrategicleadersandmanagement
operateinabroaderglobalcontextthanwithintheconstraintsoftheirimmediategeographiclocations.
Aglobalmindsetisnowconsideredessentialtoeffectiveleadershipandmanagementasa“generaldis-
position”orbroaderviewofmarkets.Thisbroaderviewhelpsunderstandingofbusinessonabroader
scaleandhelpsco-ordinationandthebalanceofbothglobalandlocalresponsiveness.Globallyminded
leadersmusthavesystemthinkingandseetheirorganizationasanelementofthelargerglobalsystem.
Importantly,globalmindsetalsocapturesinterculturalbehaviorandtheabilityofglobalmanagersand
leaderstoconsiderdifferentculturalperspectivesandactinculturallysensitiveways(DenDekker,2013).
In thefaceofglobalization,organizationalsurvivaldemandsculturally intelligent leaderswhohave
highlevelsofculturalflexibilityandlowlevelsofethnocentrism(Maldonado&Vera,2014).Exploring
dimensionsoftheglobalmindsetandidentifyingtheskills,behaviorsandattitudesofglobalminded
leadersis,unsurprisinglyanimportanttopicinthefieldofstrategicleadership.

Thechallengesforleadersinthe21stcentury(andthefuture)extendwellbeyonddevelopingabroader
view,understandingofglobaleconomyandculturalintelligence.Thereareothersourcesofdisruptive
changesinorganizationssuchaschangesinworkforcebehaviorsandexpectationsemanatingfroman
interplayoftechnologyandtheworkforce.SocialmediaandtheWebarebeginningtoshapehuman
behaviorandultimatelyareshapingthefutureofworkandthenatureorganizationsinwhichworkis
done(Morgan,2014).Mobilityaffordedbytechnologiesenablespeopletoworkanytime,anywhereand
onarangeofdevices(Morgan,2014)andimpactsonsuchthingsasexpectationsofemployees,and
optionsfortelecommuting.

ThenatureoftheworkforcehasbeenexaminedinsomedetailinrelationtotheMillennialgenera-
tion.Thetermmillennialsreferstothoseindividualsbornbetween1980and2000.Itisestimatedthat
overhalftheworkforceiscomposedofmillennialsorGenY(Schwartz,Bohdal-Spiegelhoff,Gretczko,
&Sloan,2016).Millennialsareperhapsoneofthemoststudiedgenerationalgroups,andthereisa
risingvolumeofliteratureemergingaroundwhetherornotmillennialsareactuallydifferentandifso,
thewaythegenerationmightreshapetheworkforce.Whyisit thatmillennialsaregainingsomuch
attentioninleadership?AretheysodifferentthantheprecedingGenX?Someliteraturesuggeststhat
theyareverydifferent.Forstarters,millennialswillbefewerinnumberandtheywillbeworkingto
supportalargelyagingpopulation.Secondly,millennialshavegrownupwithtechnologyasanintegral
partoftheirlives.Somemaintaintheviewpointthatmillennialsdiffersomewhatfromtheirpredeces-
sorgenerationinespeciallyintermsofloyalty,withamajorityofmillennialshavingtheexpectationof
leavingtheircurrentemployerinsearchofnewanddifferentopportunitieswithin4or5years(Deloitte
ToucheTohmatsuLimited,2016).Opinionabouttheextenttowhichmillennialsaredifferentfromthe
priorgenerationsdifferssomewhatbutthereisgeneralagreementthatdifferencesexist.Researchsuch
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asthatbyDeloitte(DeloitteToucheTohmatsuLimited,2016)foundculturaldifferences,warnsofnot
stereotypingMillennialsandhighlightstheimportanceoftakingintoaccountdifferencesacrosscultures.
OtherssuchasBuckley,Viechnicki,andBarua(2015)arguethatperhapstheyarenotsovastlydifferent
thanpreviousgenerations.

Eventhoughthereissomedivisionovertheextentandnatureofgenerationaldifferenceofmillenni-
als,whatisnotarguableisthatinordertoattractandretainsuchtalentitisimportanttounderstandtheir
motivationsandviewsofwork,leadership,worklifebalance,expectations.Indeed,apparentdifferences
suchaslackofloyaltymaybemoreassociatedwith‘neglect,’intermsoforganizationsfailingtoad-
dresstheneedsofthegenerationthansomequalityofindividualsofthemillennialgenerationitself.It
isalsoimportanttoconsiderhowtheexperiencesofmillennialsshapetheirapparentbehavior.Buckley,
Viechnicki,andBarua(2014)giveaninterestingaccountofhowmillennials’behaviorisshapedby
bothrecessionandtheaccumulationoflargestudentdebts.Strategicleadersandmanagersmuststrive
tounderstandthenatureofnotjustmillennials,butofanygenerationofemployees.Itiswithsuchun-
derstandingsthatthekeychallengeofattractingandretainingtalentcanbesuccessfullyaddressedby
leadersandmanagersoforganizations.

Thechallengesofcateringtoanewgenerationoforganizationalmembersaside,strategicleadersand
managersareaccostedbytherateofchangeitself.AkintoMoore’slawinelectronics(whichstatedthat
computingpowerwoulddoubleeverytwoyears),socialandeconomicchangeisacceleratingexponen-
tially.Theobviousimplicationofsuchrapidchangeisthatorganizationsmustbecomemorenimbleor
agile.Traditionalapproachestostrategydevelopmentandcommandorcontrolcenteredapproachesto
peoplemanagementcannolongerbereliedupon(Paul&Whittam,2015).Agileorganizationsrecog-
nizeopportunities,exploitthoseopportunitiesandmobilizeinatimelywaytomaximizethebenefits
(Paul&Whittam,2015).Leadersmustestablishavisionontheunderstandingthatanorganizationcan
nolongeraffordtobestaticbutneedstobecomemorefluidandopportunistic.Inotherwords,leaders
needtotransformstaticorganizationsintolearningorganizations.

Theprevalenceofrapidandglobalchangefavorssomeleadershipstylesoverothers.Transforma-
tionalasopposedtomoretraditionaltransactionalleadershiphasgainedattentionasthestyleofchoice
thatcanhelporganizationssucceed.Transactionalleadershiptendstobetopdownandcenteredonthe
individualinterestoftheleaders.Incontrasttransformationalleadershavetheinterestsoftheirfollowers
asaprimaryconcern.Transformationalleadersarecharismatic,and“generatepride,faithandrespect”
withintheorganizationwhichinturnleadtoacceptanceofmission,sharedvision,desiretolearnand
toinnovate,andcommitmenttothebenefitoftheorganization(García-Morales,Jiménez-Barrionuevo,
& Gutiérrez-Gutiérrez, 2012, p. 1040). Literature to date supports the notion that transformational
leadershippositivelyinfluencedorganizationalinnovationandlearningandsubsequentlyorganizational
performance(García-Morales,Jiménez-Barrionuevo,&Gutiérrez-Gutiérrez,2012).

Thepresentratherturbulenttimesareevidentlychallengingleaderstoadoptmoreeffectivestyles,
gaincross-culturalandcrossgenerationalunderstanding,andtoconsidertheirleadershipbehaviorin
agloballight.Suchchallengesarenotonlycatalyzingchangeinhowleadershipisenactedbutalso
disrupting traditionalorganizationalstructuresonwhich leadershipacts.Oneof therecent trends is
movetoamoreorganic,team-basedstructure,asopposedtothemoretraditionalstrictlyhierarchical
levelsoforganization.Team-basedorganizationalstructuresoftenemanatefromtransformationallead-
ers(García-Morales,Jiménez-Barrionuevo,&Gutiérrez-Gutiérrez,2012).Team-basedorganizational
structuresalsoappeartofitwellwiththemorecollaborativepreferencesofthemillennials,possiblyas
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aresultoftheirimmersioninsocialandothernetworkedmediaandcommunications(Pricewaterhouse
CoopersInternationalLimited,2011).Teamorientedorganizationalstructuresleadtoamorehorizontal
ratherthanhierarchicalorganizationalstructure.Someorganizationsarebeginningtomovetowhatis
knownasflatterstructuresinwhichtherearefewerorganizationallevelsandeachlevelismuchwider
thantypicalhierarchical,topdownstructures.Organizationalstructurehasbeenshowntohaveinfluence
ontheinteractionsandcommunicationpatternswithintheorganization(Chen&Hsia,2010).Literature
indicatesthatsuchhorizontalorganizationalstructuresaremoreconducivetoknowledgecreationand
sharing(Abouzeedan&Hedner,2012),bothofwhicharecriticalintheknowledgebasedeconomyof
thecurrenttimes.Hencereshapingorganizationalstructuresisanothersourceofchallengeforstrategic
leadershipandmanagementat thepresent time.Tocomplicatematters further, leadersmayalsobe
facedwiththechallengeofleadershipinthecontextofvirtualteamsanddistributedorganizationsas
intra-andinter-organizationalcommunicationsandinteractionsoccurincreasinglythroughtechnologi-
calmediums.Whileleadersmaybewell-versedandconfidentinstrategyandleadershipwhichrelies
primarilyofphysicalorface-to-faceinteractions,operatinginatechnologyinfusedsystemmayrequire
differentapproachesandthedevelopmentofnewskills.Themediatingeffectoftechnologiesoncom-
municationandinteractionswithinanorganizationisjustonetechnologyrelatedelementwhichleaders
needtoconsider.

Digitaltechnologiesarenotonlychangingcommunicationandinteractionbutalsothewaythings
aredoneandarere-shapingproductsandprocesses.Withtheadventofdevicessuchas3Dprinters,and
systemssuchastheInternetofThingsarechangingthewayinwhichabusinessengagescustomers,and
thetypegoods/servicesthatarebeingtraded.Suchemergingtechnologieshavethepotentialtoinflu-
enceorchangeeveryaspectofbusinessfromthemanufacture,todeliveryandsupportofproductsand
services(Schwartz,Bohdal-Spiegelhoff,Gretczko,&Sloan,2016).Theshifttocloud-basedservices
haschangedcoretechnicalaspectsoforganizations.Withcloud-basedservicesandsoftwarethereisno
needtophysicallyinstallsoftwareonsiteanditcantakejustafewminutestobeupandrunningwiththe
fullsuiteofaprofessionalsoftwarekit.Itisinexpensiveandeasytopurchasewithacreditcard.Despite
suchobviousadvantagesforanorganization,cloudservicesalsopresentaninterestingproblem.The
decisionmakingaboutwhichsoftwareisusedtocarryouttheorganizationsbusinesscanbeentirely
inthehandsofindividualemployees,withorwithouttheapprovalofsuperiors(Morgan,2014).While
empoweringindividualsinthiswayisgenerallypositive,italsopresentssomepotentialissuesforthe
organizationsuchasinformationsecurity,compatibilityandacohesivetechnologyinfrastructure.The
missionforstrategicleadersishowtoexploitthepotentialbenefitswhilstatthesametimeminimizing
oreliminatingnegativeeffects.

Howtoleveragingtechnologyforthebenefitoforganizationsmustplayakeyroleinstrategyde-
velopmentandmustbeoneofthemanymajorconcernsofleadersandmanagersiforganizationsareto
besuccessfulinthepresentageandfuture.Strategymustnotonlyconsidertechnologyinfrastructure,
efficiencyandsecuritybutalsocustomerbehaviorsandpreferences,aswellasusingsocialmediafor
thebenefitoftheorganizationalgoals.Technologyisalsogivingrisetonewmarketsandhowtotap
intothosemarketsmustbeofconcerntostrategicleadersandmanagers.Asleadersconsiderhowto
besttapintosuchmarkets,considerableattentionisbeingdirectedtowardstheusefulnessofBigData
analytics(Chen,Preston,&Swink,2015).BigDataconsistsofthecollectionofthelargevolumesof
datageneratedbytheorganization,competitors,clientsandcustomers.Suchdatacanprovideinsights
whichcaninformstrategiesandimprovemarketing,products,operationsandHRmanagement,ultimately
positivelytransformingorganizations(Chen,Preston,&Swink,2015).
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Thebriefprecedingdiscussionhasidentifiedjustafewofthemajortrendsshapingorganizationsand
challengingtheworkofstrategicleadersandmanagers.Leadershipremainsamajorchallengefororgani-
zations.Effectiveleadershipandmanagementpracticemustnecessarilybeinformedbyresearch,models,
frameworksandtheories,andgrowingleadershipcapabilitiesmustbeacoreconcernofallorganizations.
Althoughalmostallorganizationsrecognizetheimportanceofleadership,notallaremakingsignificant
progressinaddressingit.Perhapssomeofthemostconvincingevidenceoftheimportanceandneedfor
changesinviewsofstrategicleadershipcomefromextensivesurveysconductedbyDeloitte,aglobal
networkofthousandsofindependentmemberfirms.Deloitte’sGlobalHumanCapitalTrendsreportfor
2015(surveysfrommorethan3300businessandHRleadersfrom106countries)and2016(over7000
businessandHRleadersfrom130countries)provideevidencethatleadershipremainsamajorconcern
amongorganizations(89%ofsurveyedexecutivesratedneedtostrengthenandre-engineerleadership
apriority)andthatthereremainsacapabilitygap.Delloitteidentifiesleadershipasa‘perennialissue’
and,intheir2016report,theynotethatwhiletherehasbeensomegrowthininvestmentinleadership
programs,thereremainsaleadershipdevelopmentgap.Fifty-sixpercentofsurveyedcompanieswere
notpreparedtomeetleadershipneedsand21%hadnoleadershipprograms(Deloitte,2016).Takento-
getherwiththerevelationthatorganizationaldesignisthetopidentifiedissue,themostimportanttrend
(leadershipratesaclosesecond)asidentifiedbyDeloitte’sresearchwastheimportanceofraisingcriti-
caldiscussionrelatedtostrategicleadershipandmanagement.Thisbookemergesfromtheimperative
toreconsiderandre-imaginesstrategicleadershipandmanagementinsuchawaythatorganizationsare
notonlysuccessfulbutalsosustainableandethical.

OBJECTIVE OF THE BOOK

Encyclopedia of Strategic Leadership and Managementfeaturesfulllengthchapters(5,000wordsper
chapter)authoredbyleadingexpertsofferinganin-depthdescriptionofconceptsrelatedtostrategic
leadershipandmanagementinthischangingsociety.

TARGET AUDIENCE

ThisuniquebookonStrategicLeadershipandManagementwillbenefitfaculty,researchers,graduate
students,librarians,andleaders,managers,andemployeesatvariouskindsoforganizationsindifferent
culturesandcountries.Numerousuniversityprogramsinbotheducationaladministrationandbusiness
willrefertothisauthoritativepublicationasareferencefortheirteachingandlearning.Graduatestudents
willusethisreferencebooktoenhancetheirthesesordissertations.Last,butnotleast,nationalleaders
willrefertothisreferencesourcetomakenationalpolicies.Thebookwillbewrittenbyhighprofile
scholarsandpractitionersincludingcurrentandretiredleadersandmanagers.Researchers,scholars,
professors,andlearnersacrossdisciplinessuchaseducation,business,healthcare,artsandhumanities,
andsocialscienceswillrefertothispremierreferencesource.Weneedleadersandmanagersinalmost
everyfieldofstudy,includinghealthcare,artsandhumanitiesand,socialsciences.Forlongtermgrowth
andsuccess,weneedstrategicleadersandmanagersinallfieldsofstudy.
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