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THE NEW MILLENNIUM’S 
CHALLENGE
Finding the right leaders with the right vision might prove to be the decisive factor 
in your company’s success in the 21st Century market.

by Nicolas D. Chauvet

TEAM PLAYER
How to improve personnel management and your career
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T  
he corporate 

world to-

day is made 

of chaos, 

complexity, 

permanent 

change and extremely fast decision-

making requirements. � e manage-

ment models that have been devel-

oped over the last decades simply 

do not fi t the challenges – develop-

mental, economic and human – that 

organisations either corporate, gov-

ernment or non-government now 

have to face in order to survive.

� e time cycle’s duration we knew 

in the nineties has shrunk dramati-

cally, leaving companies in a time-

trap such that the strategic horizon 

becomes shorter than the time it 

takes to implement. Strategies are 

obsolete at the time they are imple-

mented, while development cycles 

are too long. In order to survive, or-

ganisations and corporations have to 

develop the capacity to generate as 

well as respond to change extremely 

quickly. Integrating change into the 

corporate culture and into the actual 

business and organisational proc-

esses requires openness, astuteness, 

energy, persistence and dedication 

from all people in the organisation. 

But, above all, it requires strong 

leadership.

LEADING OR MANAGING? De-

veloping leadership within organisa-

tions is an operational answer to the 

“change or die” dilemma. But what 

exactly is “leadership”? Abundant 

literature provides an obvious and 

simple answer to the question by 

suggesting defi nitions opposing it 

to management. However, Harvard 

Professor Philip Kotter proposes 

one of the most interesting axioms 

regarding leadership, emphasis-

ing that it should not be opposed 

to management, the two of them being complementary 

and necessary in all organisations. In terms of proc-

esses, he suggests that leadership includes establishing 

direction, aligning people as well as motivating and in-

spiring them – whereas management is about planning 

and budgeting, organising and staffi  ng, controlling and 

problem-solving. I need to insist though, that leadership 

and management are roles, and that an individual can 

endorse both at the same time, regardless of his or her 

hierarchical position. As a soft skills development con-

sultant, the question I’ve been asked very often is: “What 

makes a leader? What makes a good leader? What are a 

leader’s qualities? How can we develop leaders within 

our organisation or company?” 

LEADING CHANGE Leadership development is not an 

exact science – and neither is it a totally empirical proc-

ess. I believe that “archetypal” commonalities exist that 

can characterise leadership, leaders and their behaviours. 

But at fi rst, what operational defi nition of leadership can 

I propose? As odd as it might appear, leadership is a con-

cept or, more accurately, an intellectual construction. It is 

therefore diffi  cult to defi ne it unambiguously. An elegant 

way to bypass this obstacle is to identify some of the recur-

rent concepts that are usually associated with leadership. 

� ey are universal and can be linked to general leadership 

situations since they most probably transcend any organi-

sation’s specifi city. I call them contingencies, and they are 

the complementary and necessary archetypal components 

of leadership. � ere are fi ve of them.

� e fi rst one is the change contingency, because leader-

ship is related to change, driven simultaneously from the 

inside as well as from the outside of organisations. It is 

therefore about balancing the necessary proactive side of 

generating/constructing change with the more reactive 

side of responding/adapting to it. It is also about putting 

the internal forces in phase with the external factors that 

inevitably shape the way corporations do business and gov-

ernments or NGOs serve their community or stakehold-

ers. � e vision contingency immediately follows. Almost 

all authors and researchers who have worked on leadership 

stress the importance of vision as one of its essential parts. 

  In order to survive, organisations and corporations 
have to develop the capacity to generate as well as 
respond to change extremely quickly. 



40

TEAM PLAYER   

04/2007   COMMUNICATION DIRECTOR

I think this concept incorporates, or merges, vision in the 

spiritual, strategic and functional perspectives. � e spirit-

ual perspective covers the aspects of leadership as a source 

of inspiration for the organisation and the people working 

in it. � e strategic perspective is related to the business or 

developmental objectives an organisation wants to pursue. 

It can be translated into the question “Where do we want 

our corporation to go?” and “How are we going to turn our 

vision into actions?” Vision without action is similar to a 

dream; conversely, action without vision is a waste of time. 

Finally, functional leadership therefore can be seen as an 

operational consequence of the spiritual and strategic per-

spectives. It connects vision to reality and allows making 

generic implementation decisions.

INTEGRATING CHANGE � e learning contingency, 

the capability to acquire knowledge, is strongly connected 

to the possibility for concerned individuals to take envi-

ronmental signs into consideration. In other words, the 

leaders not only have an insatiable curiosity about what 

happens around them but also the willingness to integrate 

these signs, understand them and translate their impact 

on the corporation into business decisions.

� e integrity contin-

gency covers the aspects 

of leadership related to 

the idea of service or 

stewardship to an or-

ganisation and the people 

working in it. It is also 

related to the leader as a 

role model for all people 

working within the or-

ganisation.

Last, the communi-

cation contingency. No 

leader can actually lead 

alone, without interact-

ing with others. � is im-

plies that communication 

is leadership’s vital in-

terface. Leaders must be 

able to communicate at 

various levels: peers, sub-

ordinates or clients. Ad-

ditionally, leaders must 

be able to listen, catch, to 

grasp all sorts of messages 

or signs arising from their P
h
o
to

: p
ri
va

te

environment. � is certainly has to 

do with leaders’ intuition or ability 

to judge people or situations.

COMPLEMENTARY FACETS I be-

lieve that the change, vision, learn-

ing, integrity and communication 

contingencies are the essential ar-

chetypal components of leadership. 

Wherever we go and meet leaders, 

these contingencies are likely to be 

present – in the leader him or her-

self as well as in the context. Con-

tingencies interact with each other 

in such a way that they nourish each 

other in a perpetual non-linear mo-

tion. From a leadership perspective, 

all these components are neces-

sary to each other for all of them 

to be alive and vigorous. If one of 

them is missing, leadership is prob-

ably weak, negative or non-existent, 

consequently impairing the organi-

sation’s capacity to survive. Clients 

often ask me about the diff erence 

between leadership and manage-

ment. � e only answer I can think 

of is what Warren Bennis once said: 

“management can be taught… but 

leadership needs to be learned.” 
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Five Contingencies of Leadership

 Change – generating & responding to 

change from within & without.

 Vision  – spiritual, strategic & functional: 

lead, strategise & act.

 Learning – taking into account outside 

factors & integrating them into strategy.

 Integrity – acting as a responsible staff 

member & a role model for colleagues.

 Communication – talking & listening 

to colleagues & clients, & assessing & inte-

grating new factors into the business.
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