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Abstract  

The purpose of this research paper was to explore the concept of corporate leadership and 

strategies adopted by corporate leaders in their organization for its effective functioning. A 

number of research studies have been undertaken in the past to study the concept of 

Leadership especially in the corporate arena; this research paper further enhances the 

understanding of reader towards the strategies a corporate is taking in today’s times. The 

present and future of leadership has been considered in the light of current state of affairs in 

the corporate world. 
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Introduction 

 

Defining Corporate Leadership 

Leadership has been researched a lot by 

research scholars and has been a focus of 

interest in all the civilizations which is 

reflected due to the fact that there is a wide 

variety of literature available in the topic. 

Leadership is a multi-faceted concept (Day, 

2000) and wide range of definitions has given 

rise to lack of clarity and definitional 

confusion. Researchers have researcher the 

topic of leadership and more recently 

corporate leadership which has given different 

dimensions to its definition and therefore it is 

difficult to settle on one single definition 

which can capture all the different meanings 

and operationalizations of leadership. The 

definitions given in the past have focused on 

leaders as a person and the personal 

characteristics of i.e. their actions, styles, 

behaviors, their social interaction and their 

performance as a leader (Day, 2000; 

Chemers, 2000).  

Based on the evolution of leadership with 

respect to traits, character, behaviors and 

style, Leadership has been defined by 

Chemers (2000) as “a process of social influence 

in which one person is able to enlist the aid and 

support of others in the accomplishment of a 

common task”. Over the years, new leadership 

theories have been developed which gave rise 

to different concepts related to corporate 

leadership (Lord & Emrich, 2000; Avolio, 

Kahai, & Dodge, 2001 Fry, 2003; Day, Gronn, 

& Salas, 2004; Uhl-Bien & Marion, 2008; 

Avolio, Walumbwa, & Weber, 2009).  

According to Hofstede (1993) Corporate 

Leadership is a “highly complex social and 

organizational interaction and networking 

process which is not isolated and takes place 

within its conceptual and practical contexts.” 

It the ability of the person to perform multiple 

roles within an organization, makes him/her a 

strategic corporate leader. These strategies of 

corporate leader will be discussed in the 

subsequent paragraph.  

 

Corporate Leadership Strategies 

While there is no consensus on strategies 

which are adopted by the corporate leaders 

however there is one common strategy which 

is applicable to all the corporate leaders, 

which is that leaders are ultimately 

accountable towards organizational 

employees. Corporate leader needs to adopt 

strategies which can influence the functioning 

of organizational processes and ultimately 

their outcomes. Some of the strategies 

adopted by the Corporate Leaders are listed 

and explained below: 

1. Corporate leaders are focused on future 

as they force themselves to look beyond 

the present. This helps the leader in taking 

a strategic perspective into dynamic and 

ever-changing business environment 

(Davies and Ellison, 2003). When working 

for the future they prepare the 

organization for unexpected and line their 

actions for the future development. 

2. According to Groundwater-Smith (2000), 

base their strategic intent on evidence 

based and research led-practice. This 

means that the strategies adopted by the 

corporate leaders are based on evidence 

of outcomes which help them with the 

decision making process. The strategic data 

can be collected in terms of technological, 

economical, social and educational, and 

political environment of the organization.  

3. Corporate leaders or strategic leaders 

strive to make a difference and get things 

done with their innovative ideas and can 

also be regarded as practical achievers 

(Robinson, 2007).  

4. Strategic corporate leaders know the 

importance of their organization and 

therefore their strategic role is to collect 

and expose possibilities which open new 

directions for both internal and external 

stakeholders (Marturano A., and Gosling J, 

2007).  

 

Objectives of this Paper 

The main objectives of the paper are: 

1. To understand the concept of Corporate 

Leadership Strategy 

2. To understand the various strategies 

adopted by the corporate leader 

 

Literature Review  

Interpersonal Skills  

Interpersonal skills refer to skills which are 

required to maintain and manage relationships 

with other people which in this case in the 

corporate setting. In general leaders use three 
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types of interpersonal skills to interact with 

their employees and subordinates namely; 

technical skills, human skills, and conceptual 

skills. Technical skills deal with things, human 

skills deal with people and conceptual skills 

deal with ideas (Akpoko, Omotayo and Auta, 

2000). 

Technical skills are person’s knowledge and 

ability with respect to a specific subject. The 

leaders has to resolve the technical problems 

of its employees through his/ her own 

interpersonal technical skills in order to keep 

the process functioning. Human skills are 

more of personal skills which are used by 

leaders to effectively manage teams and build 

team work within set of people. It is the 

ability of leader to understand conceptual 

models and develop frameworks in order to 

plan their work and future interactions with 

both internal and external stakeholders 

(Akpoko, Omotayo and Auta, 2000).  

Of the three skills, while technical and 

conceptual skills can be taught through 

systematic training or grows within the leader 

with job experience, however interpersonal 

skills or human skills are difficult to acquire. It 

is the duty of corporate leader to apply his 

interpersonal skills for the effective 

functioning of a team and an organization as a 

whole (Akpoko, Omotayo and Auta, 2000).  

 

Image Creation  

Every organization has an image to project in 

the outer environment which will positively or 

negatively influence its internal and external 

stakeholders. There is a major role of 

corporate leader and his strategies in building 

a strong positive image for their organization 

(Blokker 1989; Nanus 1992; Rogus, 1990). 

Generally a image of the organization is 

created by its leader by knowing the 

organization, and learning everything about its 

functioning which will give the leader idea 

about the positive and negatives of his or her 

organization. Once the both positive and 

negative aspects of the organizational 

functioning are determined the leader can find 

and apply strategies which can enhance the 

positive aspect and eliminate the negative 

aspects which will in turn enhance the image 

of the organization. Now it is the duty of the 

corporate leader to explore the possibilities 

based on the future trends and make possible 

changes in different areas of the organization 

(Boyd, 1992). 

 

Change Management  

Change is a way of life for organizations 

across different industries (Leanna and Barry, 

2000). Since the external environment is 

changing at a more rapid pace than expected 

(Wanberg and Banas, 2000) it has become a 

necessity to identify, cope with and capitalize 

the organizational change. Since leaders are 

people who have the authority to control the 

group of people and organize according to 

particular task or goal they act as agents of 

change. Leader needs to have a clear vision 

about the change management process as it is 

essential for the welfare and development of 

the organization (Bass, 1985). 

In order to effectively manage change, 

charismatic leadership and trust in the top 

management is important. According to Noer 

(1999) and Michailis, Stegmaier and Stonntag, 

(2009) Leader is a very important tool of 

change. Since change cannot be implemented 

smoothly, due to resistance to change among 

the employees, the leader’s spirit, wisdom, 

insight, compassion, values and learning skills 

lead other to embrace change. The behavior 

adopted by the leader during change 

management makes it either effective or 

ineffective (Higgs and Rowland, 2005). If at all 

the leader fails in implementing the changes 

on time or changes which are essential for the 

effective functioning of the organization, 

according to Manikandan, (2010) they need to 

develop capabilities to be a successful change 

management agents.  

 

Conflict Resolution  

As discussed in previous paragraphs, the day 

to day activities of leaders require routine and 

careful application of interpersonal skills, as 

the leader has to deal with people of different 

backgrounds, point of views, values and 

personalities. Due to the diverse 

characteristics of employees working in a 

single organization, variety of conflicts also 

develops. Therefore, conflict resolution is of 

utmost importance for corporate leader and 

he therefore applies four strategies to resolve 

these conflicts. These are; avoidance, 

defusion, confrontation and containment 

(Akpoko, Omotayo and Auta, 2000). 
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Avoidance is a basic approach which the 

corporate leader strategically ignores the 

conflict if the matter is too trivial to be paid 

attention to or is just a symptom of larger 

problem at hand. Defusion strategy involves is 

adopted to divert the attention away from the 

conflict situation. Next strategy which is 

adopted by corporate leaders is containment, 

wherein the leaders controls the issues by 

either bargaining or structuring the 

interaction. Lastly, confrontation is an attempt 

to reconcile the parties in conflict which 

involves redesigning the organizational 

structure or functioning to resolve the 

problem confrontation is generally applied 

when the organization has no time pressure 

for a quick solution (Akpoko, Omotayo and 

Auta, 2000).  

 

Managing Vibrant and Diverse Teams 

According to James (2005), teams when 

function properly can create synergy, 

however, the question arises as to how one 

can manage diverse and vibrant teams in 

order to create synergy in the organizational 

functioning. Zaccaro, Rittman and Marks 

(2001) addressing the question point that 

both leadership and teams influence each 

other. They indicated that in order to manage 

teams, leaders need to 1) take feedbacks; 2) 

select employees which have to capability to 

perform in a team 3) utilize and monitor 

employee resources; control and resolve 

conflicts within the teams; then only the 

teams will be managed effectively. The 

composition and heterogeneity in the group in 

terms of ethnicity, gender, attitudes and 

experience can play a vital role in the overall 

functioning of the team. However for the 

leader to manage his or her team effectively 

leaders should maintain personal relationships 

with their team members and motivate them 

to perform their best (Atwater and Bass, 

1994).  

 

Dynamic Presentations  

According to Gerson (2007), many employees 

advance their careers as they have the ability 

to give dynamic presentations. Effectively 

communication one’s thoughts to a group of 

people is expected from people who are 

working on leadership positions. Mastering 

the art of speaking will not only increase 

confidence among oneself but also among the 

people who are listening to what the leader 

has to deliver.  

In order to sell an idea or product, the leader 

is supposed to give dynamic presentations 

which helps in building trust and rapport with 

the listener. A presentation is considered 

dynamic leader develops an effective opening 

and ending. The leader needs to talk about 

the interests and problems of the people with 

which he or she is communicating. Such a 

communication is considered effective and 

convinces the listener about the fact that the 

leader is really interested in what you want 

and need from the organization (Menguin J., 

2013). Therefore, the leader uses dynamic 

presentation to influence both internal and 

external stakeholders and build confidence 

among them with respect to what leader 

wants to convey.   

 

Political Intelligence  

Organizational politics is not a new concept 

and many employees working in the 

organization have reported in previously 

conducted studies about the invisible force 

which they cannot control and have to accept 

the limitations in order to achieve their goals.  

According to Reynolds S. (2011) Political 

intelligence “is a distinct set of skills and 

behaviors that are needed by people working in 

organizations all over the world in order to 

manage effectively the political landscape.” 

However, the question which arises is that 

how can one level up political intelligence in 

an organization. Reynolds S. (2011) suggests 

that corporate leaders who have been 

managing the organizations effectively try to 

navigate the landscape of organizational 

politics to get beyond obstacles and achieve 

business results. According to researcher 

political intelligence “breaks through restrictive 

thinking and provides a roadmap for assessing 

organizational politics”. Leaders adopting 

political intelligence have the right critical 

skills which are needed to navigate employees 

from organizational politics towards fulfilling 

goals for the organization. Leaders make sure 

that employees do not blame the 

organizational politics for their inability to 

achieve their goals rather they help 

participants to learn how they can embrace 

politics to achieve their goals and results.  
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Power Growth Techniques 

It is important to determine if leaders play a 

vital role in the growth of the organization 

(Wolfers, 2001). The correlation between 

corporate leadership with the aid of strategic 

management has been proven in many 

research studies across different industries. 

There are three main leadership styles which 

are adopted towards power growth of the 

organizations, i.e. Shark strategy, Carp 

Strategy and Dolphin Strategy (Lynch and 

Kordis, 1988). 

The leaders who adopt shark strategy view 

the world as “win-lose” game and are 

determined to do anything to achieve their 

goals. They aim to control people and events 

and however they lack larger vision to guide 

them through the times of crises. In contrast 

to aggressiveness of the leaders adopting 

shark strategy, carps have a passive approach 

and therefore give in the times of pressure. 

They avoid the potential risk associated with 

conflict which may arise during the times of 

crises. Thirdly, the leaders adopting dolphin 

strategy have both a deep sense of vision and 

pragmatic realism which mobilizes them 

towards organizational change. like sharks, 

Dolphins can also be assertive in going after 

what they what. However, unlike sharks who 

work towards their own interests, dolphins 

work on larger goals which are beneficial for 

the organizational growth (Lynch and Kordis, 

1988).  

 

Conclusion  

The leaders in corporates or in organizations 

deploy these strategies at multiple point of 

time depending on the need of the 

organization. These strategies are vital in 

corporate leadership at various levels. For a 

corporate leader it is ideal to use all these 

strategies in a designed manner willfully rather 

than getting into this by accidently. These 

eight leadership strategies (interpersonal skills, 

Image creation, change management, conflict 

management, managing diverse teams, making 

dynamic presentations, political intelligence or 

power growth techniques) are inter connected 

with each other and incase of absence of any 

one will show up the impact on the 

organization and its people. 

The present research article is aimed at 

enhancing the existing literature underlying 

the study of corporate leadership and 

strategies adopted by corporate leaders. 

Research indicates that there are a number of 

strategies which are adopted by modern day 

corporate leaders in the ever changing 

dynamic external environment. 

 

 

References 

 

Akpoko J.G. Omotayo A. M. and Auta S.J. 

(2000) Leadership and Interpersonal skills. 

National Agricultural Extension and Research 

Liaison Service. Zaria.  

 

Atwater, D. C., & Bass, B. M. (1994). 

Transformational leadership in teams. In B. M. 

Bass & B. J. Avolio (Eds.), Improving 

organizational effectiveness through 

transformational leadership (pp. 48-83). 

Thousand Oaks, CA: SAGE.  

 

Avolio, B. J., Kahai, S. S., & Dodge, G. E. 

(2001). E-leadership: Implications for theory, 

research, and practice. Leadership Quarterly, 

11, 615-668. 

 

Avolio, B. J., Walumbwa, F. O., & Weber, T. J. 

(2009). Leadership: Current theories, 

research, and future directions. Annual review 

of psychology, 60, 421-49. 

 

Bass, B. M. (1985). Leadership and 

performance beyond expectations. New York: 

Free Pr. 

 

Blokker, J.W. (1989). Vision, Visibility, Symbols. 

Everett, WA: Professional Development 

Institute. 

 

Boyd, V. (1992a). Creating a image. Issues . . 

.about Change, 2(2), Austin, TX: Southwest 

Educational Development Laboratory. 

 

Chemers, M. M. (2000). Leadership research 

and theory: A functional integration. Group 

Dynamics: Theory, Research, and Practice, 4(1), 

27-43. 

 

Davies, B. & Ellison, L. (2003), The New 

Strategic Direction and Development of the 



RAKESH RAYIRAMKANDATH 

46 

 

School: Key Frameworks for School 

Improvement Planning (New York: Routledge 

Falmer). 

 

Day, D. V. (2000). Leadership development: A 

review in context. The Leadership Quarterly, 

11(4), 581-613. 

 

Day, D. V., Gronn, P., & Salas, E. (2004). 

Leadership capacity in teams. Leadership 

Quarterly, 15, 857-880. 

 

Gerson R. (2007) How to give Dynamic 

Presentation Available at: 

www.successforcollegestudents.com/articles/

How to Give a Dynamic Presentation.pdf. 

 

Groundwater-Smith, S. (2000), Evidence 

Based Practice – Towards Whole School 

Improvement. Paper Presented to the Annual 

Conference Australian Association for 

Research in Education Sydney. 

 

Higgs, M & Rowland, D. (2005). All changes 

Great and small: Exploring Approaches to 

change and its Leadership. Journal of Change 

Management, 5(2), 121-151. 

 

Hofstede, G. (1993). Cultural constraints in 

management theories. The Executive, 7(1), 81-

94. 

 

Ijames, S. (2005, January/February). Leadership 

tips for team unity. Tactical Response, 5(1). 

Retrieved March 20, 2009, from ProQuest 

database 

 

Leana, R, C & Barry, B. (2000). Stability and 

Change as Simultaneous Experiences in 

Organizational Life. The Academy of 

Management Review, 25(4), 753-759.  

 

Lord, R. G., & Emrich, C. G. (2000). Thinking 

outside the box by looking inside the box: 

Extending the cognitive revolution in 

leadership research. Leadership Quarterly, 

11(4), 551-579. 

 

Lynch D. and Kordis P. L. (1988). Strategy of 

the Dolphin: Scoring a Win in a Chaotic 

World. 

 

Manikandah, P. (2010). Change Management-

Where Do Leaders Make Difference? 

Advances in Management, 3(9), 5-7 

 

Marturano, A. & Gosling, J. (2007),  

Leadership the Key Concepts (London: 

Routledge) 

 

Michaelis, B., Stegmaier, R., & Sonntag, R. 

(2009). Affective Commitment to Change and 

Innovation Implementation Behavior: The 

Role of Charismatic Leadership and 

Employees’ Trust in Top Management. Journal 

of Change Management, 9(4), 399-417 

 

Menguin J. (2013) Seven Strategies to 

Dynamic Presentations Available at: 

http://jefmenguin.com/seven-strategies-to-

dynamic-presentations/ 

 

Nanus, B. (1992). Visionary leadership: Creating 

a compelling sense of direction for your 

organization. San Francisco: Jossey-Bass. 

 

Noer, D. M. (1997). Breaking free: A 

prescription for personal and organizational 

change. San Francisco: Jossey-Bass. 

 

Reynolds S. (2011) Political Intelligence 

Available at: http://reynoldspoulson.com/wp-

content/uploads/2011/01/Political-Intelligence-

Fact-Sheet.pdf 

 

Robinson, V. (2007), How School Leaders 

Make a Difference to their Students. Keynote 

address to International Confederation of 

Principals: a paper presented to the 2007 

International Confederation of Principals, 

Auckland. 

 

Rogus, J.F. (1990). Developing a vision statement 

- Some consideration for principals. NASSP 

Bulletin, 74(523), 6-12. 

 

Fry, L. W. (2003). Toward a theory of 

spiritual leadership. The Leadership Quarterly, 

14(6), 693-727. 

 

Uhl-Bien, M., & Marion, R. (2008). Complexity 

leadership. Charlotte, NC: Information Age. 

 

Wanberf, R, C & Banas, T, J. (2000). 

Predictors and outcomes of openness to 

http://jefmenguin.com/seven-strategies-to-dynamic-presentations/
http://jefmenguin.com/seven-strategies-to-dynamic-presentations/
http://reynoldspoulson.com/wp-content/uploads/2011/01/Political-Intelligence-Fact-Sheet.pdf
http://reynoldspoulson.com/wp-content/uploads/2011/01/Political-Intelligence-Fact-Sheet.pdf
http://reynoldspoulson.com/wp-content/uploads/2011/01/Political-Intelligence-Fact-Sheet.pdf


CORPORATE LEADERSHIP STRATEGY 

47 

 

changes in a reorganizing workplace. Journal 

of Applied psychology, 85(1),132- 142. 

 

Wolfers, J. (2002). Are Voters Rational? 

Evidence from Gubernatorial Elections, 

Stanford  GSB Working Paper No. 1730. 

 

Zaccaro, S. J., Rittman, A. L., & Marks, M. A. 

(2001). Team leadership. The Leadership 

Quarterly, 12, 451-483. 

 

About the author 

 

Rakesh is currently a research fellow at National 

School of Leadership, Pune. He has 15 years of 

experience across Industries of Retail, Medical 

Disposables, Insurance and Consulting. He is a 

MBA in HR and a LDP alumnus of Indian Institute 

of Management, Calcutta in Human Resources 

Management. Rakesh is currently heading the HR 

function for a technology company in travel 

consolidation space. 

 


