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The World Today
The world has changed and continues to change in a very profound and disturbing way.

The future is already here in the present, and for most people, leaders, and nations it

comes as a surprise or shock as Alvin Toffler anticipated in his The Third Wave.

While most people focus their attention on their daily concerns, the forces shaping

our world continue to bring both chaos and opportunities, crisis and the possibilities

of new worlds. How each organization and nation benefits from these changes depends

on the kind of observer that their leaders are and the kinds of skills or competencies

that those leaders have.

In our rapidly changing world, we can observe several megatrends shaping us. Among

them are: the globalization of the economic system; the technological and computer

revolution; the fact that the future is already here in the present disturbing our established

social practices and making us adapt to this new reality; the forces shaping our world

are often invisible to the average observer; and the ecological and environmental changes

which will impact our future generations. The problems of our world can be described as

having their roots in our obsolete worldviews which are shaped by fragmentation, reactiveness, the quest for control, and lack of sustainable thinking.  In this new reality of both chaos, uncertainty, interdependency, and opportunities, the challenges for leaders are greater and the need for a new type of leadership becomes more urgent.

The Crisis of Leadership

Given our current reality and the challenges facing our institutions, businesses, organizations, and nations, it becomes apparent that a new way of observing our

institutions and our world is needed.  Fritjof Capra in The Web of Life described the global crisis as a crisis of perception, in which we are still perceiving the world from our mechanistic worldview. Our modern world as the product of the industrial revolution and the machine age paradigm has left us with an outdated worldview from which to observe and design our institutions and our world. So while the world is being changed and shaped by powerful forces, our leaders and our institutions lag behind in responding and shaping our world. Our leaders are still trying to manage and control their institutions from a machine age model of  leadership.  Our leaders fail to see how different problems are interrelated; they fail to see from a systemic point of view.  

Another aspect of the crisis of leadership is that even when leaders recognize those

gaps between their current reality and the nature of the changing world, and as those

leaders seek to get educated in new ways of thinking and managing, the institutions

responsible for leadership development still lag behind in their methods and worldview
with respect to how they go developing leaders.  In other words, the schools and institutions responsible for educating our leaders are also part of the problem because  

they are also trapped in the mechanistic worldview.  Schools of Business Administration continue to educate managers and leaders in a one dimensional fashion; they focus their curriculum in the financial and business aspect of the organization, leaving out other

dimensions and skills critically needed for the kind of world we live in today.  A few schools recognize this problem in their methodology and offer side courses on global issues and multicultural awareness.  Most leaders in our institutions are forced to learn on the job and many do not transcend their current paradigm of thinking.  As result most of our institutions are designed for the machine age and are being managed in the traditional hierarchical and control model of leadership.  Often this style of  leadership becomes reactive to the changes happening in our world, resulting in crisis for those institutions and nations.

Who Is the Leader of the Future ?

The leader of the future will be a multi-dimensional leader and an evolutionary leader.

One of the benefits of our modern age has been the tremendous advances in science and the exponential amount of knowledge that it and its related disciplines have generated. There also has been a great deal of knowledge coming from the social sciences, philosophy, psychology, and other disciplines that have given us a better understanding of human beings and our social systems. As a result, there is a wealth of knowledge about our world that we can draw from in developing our future leaders and in designing our organizations, institutions, and societies. 

Margaret Wheatley in her book Leadership and the New Science tried to capture

the nature of our new reality based on the new sciences and their implications for 

leadership. Joseph Jaworski in his Synchronicity points to a new type of leadership

that facilitates an emerging future reality. Joe draws from his meetings with people

like  physicist David Bohm and biologist Francisco Varela. In their groundbreaking

book Understanding Computers and Cognition, Terry Winograd and Fernando Flores,

draw from computer science, philosopher Martin Heidegger, and from biologist

Humberto Maturana.  Peter Senge in his The Fifth Discipline integrates the best

from several disciplines, including systems thinking to offer a new vision of organizations

as learning organizations.

The Evolutionary Leader

The evolutionary leader is a multi-dimensional leader, who has learned from the new sciences and from the new disciplines to develop a new worldview.  This new worldview

is an evolutionary perspective about life. The evolutionary leader is in a sense a biologist,

an observer of life as living systems and of human beings as living systems, and of our institutions as products of people, designed to bring out the best in people. 

All these systems are  embedded in nature or the biosphere.  Thus, the evolutionary leader also has an ecological worldview.
The evolutionary leader perceives life and institutions as complex systems. Therefore,

the leader develops a multi-dimensional view of organizations or a systems perspective

of organizations.  Traditional leadership has tended to focus on the business and financial

dimension of the institution.  This dimension will continue to be of importance in the future.  The four key dimensions of the new leader are: 1) the business dimension, concerned with customers, financial profits, products, services, etc.; 2) the personal dimension, concerned with personal mastery, self-knowledge, emotional intelligence, survival skills, understanding of human nature, and the ontology of language; 3) the organizational transformation dimension., concerned with creating a culture that brings out the best intelligence and creativity in human beings, creating organizational learning, innovation, adapting to future challenges, tapping into the collective wisdom of 

the organization to solve its adaptive challenges; and 4) the global awareness dimension concerned with observing and reading the world, understanding the forces shaping the world, anticipating emerging worlds and futures, and concerned with creating a sustainable global civilization.
The Competencies of the Evolutionary Leader

The competencies are designed to support the effective leadership practices in the four

dimensions.  These competencies are meant to bring out a holistic perspective of leadership and organizations.

The business competencies 
· Customers satisfaction

· Financial management

· Quality, and innovation

· Products, services, focus on results

· Business process design and Six Sigma

The personal mastery competencies 

· Personal vision and a creative orientation to life 

· Self-knowledge and emotional intelligence

· Systems thinking and observing whole systems 

· Ontology of Language/ The power of language

· Understanding evolution and human beings as living systems

The organizational transformation competencies 
· Creating a vision and a culture of  learning and empowerment.

· Identifying the adaptive challenges facing the organization’s future.

· Creating learning communities that bring out innovation, excellence in products and

      services. Using the collective intelligence of the organization to solve the adaptive

      challenges and technical problems.

· Designing the coordination of actions and the conversations that coordinate the 

      effective actions across the organization that produce the results

· Developing and encouraging leaders at all levels in the organization that can

      support on going innovation, learning, and transformation. 

The global and Societal competencies

· Observing and understanding the forces shaping our world.

· Applying principles of sustainability , human rights, and environmental conservation.

· Anticipating future breakdowns and emerging worlds.

· Concerned with conserving the biosphere and creating sustainable social systems.

· Facilitates a psychological and cultural evolution from a mechanical age toward

      a living systems and sustainable society.  Promoting visions of a better world.
These competencies are meant to be complementary and interdisciplinary.  They are

drawn from the new sciences and the leading edge knowledge that we have about

human beings, leadership, organizational and social systems theories.  These twenty competencies are meant as a curriculum for leadership development and are to be learned in programs of  one or two years,  in a journey of leadership mastery.  One of the problems of our current methods of leadership development is the assumption that you can teach leadership in three days, one week, or three weeks, as many executive and leadership seminars promote themselves. While those seminars are useful in bringing new information to leaders, we need to approach leadership development within the context of a leader’s life and seeing it as journey from being a beginner to becoming competent as a leader, then moving to becoming a virtuoso, and finally becoming a master in the domain of leadership. This could be the journey of personal mastery and wisdom.  This is a journey not only of personal transformation, but also of organizational and social transformation.

Levels of Knowledge

WISDOM

IMAGINATION

UNDERSTANDING

KNOWLEDGE

INFORMATION

DATA


Along with the competencies and levels of expertise from beginner to mastery,

we also need to observe that while our society and our world are being flooded with

more and more data and information, we are not getting enough critical knowledge

and wisdom into our lives.  We are swimming in a sea of data and information but are 

hungry for learning about what is really important about life and leadership so that we can 

navigate life in these turbulent times and orient ourselves toward better futures.  Thus, we

need to distinguish from data/information and what is critical knowledge, creative imagination, and wisdom.  More than ever, our leaders need to have powerful

knowledge like systems thinking, evolution, the biology of living systems, the ontology of

language, learning to learn, and reading the world.   In short, the competencies suggested here as a new body of knowledge in addition to creative imagination and collective wisdom are needed to conserve life on this planet and create sustainable societies.
Roles and Types of Leaders 

The traditional roles within the mechanical and hierarchical institutions emphasized

leaders with power at the top, and a style of command and control.  The top of the

organization did all the thinking and had all the answers for the organization, and the

bottom implemented the thinking and did all the labor with their hands, without much

thinking or input into the structure or processes.  As we move into the knowledge

age and into learning organizations, requiring us to face complex adaptive challenges,

the paradigm of leadership has to change.  The new paradigm of leadership requires that leaders take on the roles of teachers, coaches, facilitators of learning communities, and designers of learning infra-structures.  Leaders will still think about strategic directions and other macro or complex issues, but more and more they will facilitate the collective intelligence of  the organization as a source for solving both the technical and adaptive challenges, as Ronald Heifetz describes in his Leadership Without Easy Answers.

In this new paradigm of organizations as learning organizations and of leaders as

evolutionary leaders, the old mental model of leaders at the top only shifts to having

several types of leaders throughout the organization.  Peter Senge in Leading Learning Organizations offers three types of leaders necessary for sustaining organizational change or transformation:  



1. Local line leaders, who can undertake meaningful organizational experiments


 to test whether new learning capabilities lead to improve business results;

    
2. Executive leaders, who use generative conversations to invent the future, 


identify adaptive challenges, develop meaning and dialogue, create learning


infrastructures, and lead by example in the gradual process of evolving the norms

     
and behaviors of the new culture, and

3. Internal networkers, community builders, the “seed carriers “ of the new 
culture, who can move freely about the organization to find those who are 
predisposed to bringing about change, help out in organizational experiments, and 
aid in the diffusion of new learning, innovation, and best practices.

While the world today confronts us with rapid changes, unexpected adaptive challenges, and many types of crisis, it also brings us new knowledge and opportunities for designing better organizations, institutions, and societies.  The choices that we make as leaders will impact our future.  I claim that what is needed is a new type of observer and designer of our social systems.  I called this type of observer an evolutionary leader, because this leader observes with new distinctions, with ontological distinctions, with an evolutionary perspective, and across many dimensions of life.  This leader is willing to observe their personal life, their organizational life, and the world.  We also have the benefit of powerful knowledge and powerful thinkers from whom we can learn and who can help us guide our thinking and our imagination in designing more humane, learning, productive, and sustainable organizations, communities, and societies. Along with the development of a new type of leader, we are also observing the emergence of new types of institutions that have as their purpose the transformation of our business practices, our political practices, and the emergence of a global network of responsible institutions. Some have called this new type of doing business the triple bottom line approach to management. Where leaders and stakeholders take responsibility for their impact on profit, people, and planet. I claim that with the emergence of these new kinds of institutions and the development of evolutionary leaders we can bring forth more innovative organizations and a sustainable world.  
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