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This article reviews and integrates the findings of academic leadership studies 

to guide leaders as they deal with practical implications of “purpose” in 

leadership at the workplace. This paper offers a theoretical analysis of trait, 

situational, and value-based leadership theory and presents a philosophically 

informed theoretical examination of purpose in leadership. Although there is 

great enthusiasm around the topic of purposeful leadership, much of the 

knowledge is based on qualitative studies rather than empirical evidence. We 

hope this article could usefully inform leadership by bringing academic 

knowledge to the fore to support the enterprise leadership environment. To date, 

limited empirical research on the role and importance of “purpose” in 

leadership is available. Our study fills this gap and is unique in that it analyses 

existing literature and proffers guidance irrespective of the leadership style of 

those towards whom it is directed.  
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Introduction  

  

The process of enabling businesses to achieve significant results is entwined 

with notions of vision, mission, goals, objectives, and business plans, all of which 

imply that this process is related to purpose.
1
 According to Birkinshaw, Foss & 

Lindenberg
2
 purpose cannot be imposed through dictum, but is chosen by 

individuals.
 
 Basu and Palazzo hold the view that leadership studies have not 

framed purpose in the literature (work within the field of leadership has been 

characterised by rather simplistic commentaries on purpose), but rather, 

considerable attention has been paid to notions of purpose linked with business 

ethics and social responsibility.
3
   

This article aims to share the findings of academic leadership studies to guide 

leaders as they deal with practical implications of ―purpose‖ at work. Recognizing 

that leadership style can be affected by the purpose of the leader, the intention here 

is to proffer guidance irrespective of the current leadership style of those towards 
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whom it is directed. Further, the article acts as a foreground to the role of purpose 

within leadership studies. 

 

 

High-level Overview of Traditional Leadership Models 

 

Multiple aspects of leadership have been studied. It has been used as the 

subject for sociology, politics, psychology, pedagogy, ethics, and business, with 

much of the focus in each case being placed on the individual leader.
4
 Scottish 

Philosopher Thomas Carlyle looked, in 1840, at the distinctive innate qualities 

common among great leaders and believed that they were born and not made. This 

formed the basis of the Great-Man Theory.
5
 However, in 1948, Stogdill‘s research 

showed that there was no combination of traits that consistently differentiated 

leaders from non-leaders in different situations.
6
 Hersey and Blanchard developed 

a situational leadership framework that focused on enacting different management 

styles (based on the subordinates‘ maturity level) to enable competence and 

motivate staff and drive performance.
7
 

In 1975, Dansereau et al. introduced the vertical dyad linkage theory, which 

dealt with the individual dyadic relationships formed between leaders and 

their subordinates; it has become more widely known as the leader-membership 

exchange (LMX) theory.
8
 Rost, based on the way leaders build high/low-quality 

exchange relationships with their subordinates (where the quality of such 

relationships depends on the level of trust, respect, and obligation between the 

manager and each subordinate), evolved the theory to more closely describe the 

relationship between the leader and his/her followers.
9
  

Transformational theories focus on the connections between leaders and 

followers (Vision and Values which implies the ―Whereto‖). This concept was 

first introduced by James MacGregor Burns, and it arose from his studies of 

political leaders in 1978.
10

 House introduced charismatic leadership theories 

(included in transformational theory) that drew extensively upon the concept of 

vision, and these theories were further enhanced by Conger & Kanungo and 

Shamir, House & Arthur.
11

  

      Transformational leaders are characterised by extraordinary will and 

distinguish themselves by four main characteristics: charisma, inspirational 

motivation, intellectual stimulation, and individualised consideration.
12

 These 

theories focus on the connections formed between leaders and followers (Vision 

and Values, which implies the ―Whereto‖).
13

 Included in transformational theories 
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are transactional theories, first described by Max Weber in 1947 and then by 

Bernard Bass in 1981. These theories focus on the role of supervision, organisation, 

and group performance (Goals, Plan, and Standards, which implies the ―How‖).
14

  

Value-based theories include servant leadership, which originated in the writings 

of Greenleaf in 1970. Authentic leadership, popularised by Bill George in 2003, 

and adaptive leadership, was advanced in 2002 by Ron Heifetz and Marty Linsky 

in the book Leadership without Easy Answers.
15

 These theories emphasise the 

attention and concern of leaders towards followers. The leaders themselves are 

trustful and honest (authentic) and encourage people to deal with change 

(adaptive).
16

 They encapsulate purpose within the notion of ―inspirational 

motivation.‖
17

  

 

 

Defining Purpose 

 

According to Collins, purpose may be seen as an objective that guides action 

to achieve a goal in a particular context.
18

 To this extent, organisational vision and 

mission can be assimilated into purpose and interrelated with organisational 

leadership.
19

   

The idea of purpose being inherent in all beings was anchored by Aristotle 

within his ideas regarding teleology.
20

 Howie interprets Aristotle‘s notion of 

purpose not as simply having an idea of what is purposeful but also translating it 

into action. In the Merriam-Webster dictionary, purpose is defined as (i) noun: the 

reason for which something is done or created or for which something exists; a 

person's sense of resolve or determination; (ii) verb: have as one's intention or 

objective.
21

 MacIntyre also draws upon the Aristotelian philosophy (specifically 

the notion of telos, an ultimate object or aim) in that a person will feel fulfilled and 

gain a sense of well-being and purposefulness only if they move towards their 

telos.
22

 The preceding philosophical definitions of purpose emphasise the notion 

of purpose as being a worthy idea and activity, the outcome of which is beyond the 

individual.  

According to Craig and Snook, at an individual level, people may express 

their purpose in different ways in different contexts, but it is what others who 

know the individual well recognise as unique to the individual and would miss 

most if they were gone.
23

 At its core, leadership purpose springs from a person‘s 

identity—the essence of who they are—and must not be confused with their job, 

position, or title, or their education, experience, and skills. For the leader, it is 
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important that they intentionally identify their core, lifelong strengths, values, and 

passions, and pursuits that not only energise them but also bring them joy.
24

  

Ladkin asserts that, to be congruent with one‘s purpose as a leader, one is 

required to attend to what one says, the way that one says it and also to ensure that 

it incorporates authenticity.
25

 In Carritt's collection of philosophical writings about 

beauty, he asserts that, ―[to]Plato, beauty is not just truth or edification, beauty is 

not a physical thing, like gold, but rather some relation of things to our minds, 

perhaps to our purposes.‖
26

 This implies that to people, what is perceived as 

beautiful is connected to the mind and purpose. Leading is not just determined by 

position in a context, but also by the extent to which the leader acts in a way that 

―fits‖‘ his/her purpose.
27

 According to Craig, ―Purpose is not a cause, a passion, an 

aspiration, or the sum of your values. Purpose is the unique gift that you bring to 

the world.‖
28

 

Murray states that perfect purpose is defined as an ―overlap between doing 

something you love, the world needs, something you are great at, something you 

are paid for.‖
29

 Alexandra and Douthit showed that determining ―the why‖ in a 

business, establishes the drive of that organisation—its purpose is established with 

intention and is built on generating value internally for employees and externally 

for stakeholders and customers.
30

 Alvesson believes that used as a compass, 

purpose can provide a sense of direction to leaders and add to the DNA of the 

organisation.
31

  

 

 

Purpose, Vision, and Mission 

 

According to the EY Beacon Institute, organisational purpose involves a 

vision that provides an aspirational reason for being grounded in humanity and 

inspires a call to action.
32

 Having an overarching purpose has been linked with 

meaningful work. It has been highlighted as the second most important factor for 

young people in the first five years of their career.
33

 According to Hill et al., 

organisational purpose should not be dismissed as cynical ―fluffy nonsense‖‘ or, 

alternatively, monetised as the latest management fad, but rather it should be 

recognised as an essential approach to doing business and organizing work in the 

modern world.
34

 

People often feel that they are in the same storm and working with others 

within the same company, yet they do not feel that they are in the same boat (or, 
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indeed, on the same page). According to Hutchison, organisational values become 

the foundation for mission development in that they are "the common strand 

running from a holistic understanding of the landscape, to mission statement 

formation and guidance of management.‖
35

 The military defines leadership as 

influencing people by providing purpose, direction, and motivation, while 

operating to accomplish the mission and improve the organisation.
36

 For a team or 

a company, the mission concerns its members and cannot be imposed.
37

 Missions 

do not have bosses, but have leaders who do not necessarily fit within the chain of 

command.
38

 A sense (emotional and deeply personal feeling) of mission, according 

to Campbell and Yeung, can be defined as ―an emotional commitment felt by 

people towards an organisation's mission‖ and occurs when there is a match 

between the values of an organisation and those of an individual.
39

  

Stepping back to gain perspective is a practice as useful for organisations, as it 

is for individuals.
40

 According to Graham, in order for individuals and 

organisations to be the best versions of themselves, they need to have purpose, 

along with passion, possibilities (vision), and place.
41

 Jacobs and Longbotham 

found that processes such as seeking the counsel of trusted individuals, praying, 

and reflecting, helped establish a higher purpose in leaders and drove the desire to 

minimise any discrepancy between their spiritual beliefs and environmental 

conditions they found themselves in.
42

  

Craig and Snook showed that not even 20% of leaders are aware of their own 

individual purpose.
43

 They showed that, while leaders may identify with their 

organisation‘ s purpose, they lack personal purpose. ―Purpose is […] the key to 

navigating the complex world we face today, where strategy is ever-changing, and 

few decisions are obviously right or wrong. If, therefore, we fail to identify our 

leadership purpose, we will be unable to develop and follow a plan to bring it into 

action and thereby achieve our most desired goals in both personal and professional 

regard.‖
44

 Most organisations have a profit-focused purpose, as individuals‘ 

purpose is not what we do, but rather how and why we do it. As a result, it is 

closely aligned with qualities such as awareness, respect, morality, vision, and 

understanding.
45

 In times of change, it is important for leaders, when conducting 

town halls and group conversations, to question what the organisation stands for as 

well as what it should continue or cease doing.
46

  

Leadership studies have consistently acknowledged the essence of vision (the 

idealised verbal portrait of what an organisation aspires to achieve) as a significant 
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component and determinant of leadership performance.
47

 Vision is future-oriented, 

an idealised utopia with a long-term time frame, and is crafted as a generalised, 

broad statement that can lend itself to multiple interpretations.
48

 Most studies on 

leadership have focused on how the vision is articulated and communicated.
49

 

Strange and Mumford showed that the vision process arises from the leader‘s 

prescriptive mental model.
50

 Vision statements often make use of abstract language 

and imagery and emphasise values, distal goals, how to achieve them (which may 

be vague), and utopian outcomes.
51

 Boisot and McKelvey hold that, to be effective, 

organisations need to have adaptive systems where the complexity of their business 

can match that of the environment.
52

 

According to Erçetin et al., order can emerge from chaos and that natural 

systems have the ability to self-organise.
53

 Natural systems show us that ―strange 

attractors‖ in chaos bring order, as seen, for example, in snowflakes.
54

 In today‘s 

competitive and globalised world, more companies rely on intellectual capital 

rather than production activities. These evolving organisations deeply embrace 

innovation, knowledge, technology, learning, and adaptation as core 

competencies.
55

 In addition, they have to constantly adapt and change (to survive) 

to environmental changes and an increasingly complex world through innovation 

and continuous learning.
56

 Kahane identified three complexities at the root of the 

toughest problems leaders face today: ―(i) dynamic complexity: cause and effect 

distant in time and space; (ii) social complexity: diverse stakeholders with 

different agendas and worldviews; and (iii) generative complexity: emergent 

realities wherein solutions from the past no longer fit.‖
57

 A realistic view of current 

leadership demands and the contextual environment must incorporate the 

complexities involved in developing an effective vision.
58

  

Due to environmental dynamics, organisational actors are constantly 

changing. Leadership tenure in modern organisations is often short-lived because 

of competing institutional challenges, demands for agile leadership competence, 

and low tolerance for failure among stakeholders.
59

 A central question is whether 

vision is relevant, or even necessary, given the complexities and dynamics of the 

environment and the need for constant adaptation.
60

 To be effective, a vision 

requires the leader to have an understanding of the past, have deep knowledge of 

the present, and the capacity to use available information to make accurate 
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projections of future events.
61

 Working with other neuroscientists, Zimmer 

conducted a study on mental time travel and found that individuals use the same 

region of their brain to both, remember the past and envision the future.
62

 Zimmer 

concluded that episodic memories of the past are crucial to predicting the future. 

In many organisations, mission and vision statements eventually tend to be 

forgotten.
63

 Vision requires not only thoughtful planning but also intention.
64

 

Intention is also closely tied to one‘s sense of purpose.
65

 Meaningful purpose 

creates much stronger intention, and the vision keeps the purpose alive and vivid 

with anticipatory images of the future.
66

 Collins, in his best-seller Good to Great, 

observes that one of the reasons some companies manage to maintain an 

outstanding performance over a long period compared to their competitors is that 

they have an enduring sense of purpose.
67

 He notes that having such sense of 

purpose breeds a clear sense of direction and in turn, aids prioritization and 

inspires people to go the extra mile. Furthermore, he concludes from his five years 

of research, that the very best leaders (Level V, as he refers to them) possess two 

competencies: (i) a resolute and unflinching focus on the purpose of the 

organisation coupled with; and (ii) a deep sense of humility. 

 

 

Integrating Purpose and Leadership 

 

At an individual level, a person discovers and defines their personal mission. 

They are the only one who can fully assess its scope and meaning.
68

 From a 

neuroscience perspective, having a sense of purpose and belonging, being 

respected, and feeling worthy changes our brain chemistry and fosters positivity in 

the way people approach life and the challenges facing them.
69

 Having a personal 

mission drives higher performance, enhances the use of existing capabilities, and 

creates new skills.
70

 According to Dhang, many individuals lack clarity of direction 

and clarity of what they want to achieve. Most people live and die like that.‖
71

 At 

the leadership level, according to Craig and Snook, despite the interest in 

purposeful leadership, few leaders have a clear sense of their own purpose and 

many are unable to distill this down to a specific statement of purpose or an action 

plan.
72

 This raises the question of how someone without a personal mission can 

define a mission for someone else.
73
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Smircich and Morgan argue that leadership involves a process of defining 

reality in ways that resonate with followers.
74

 They present a process comprising 

three phases through which leaders create meaning for followers. Phase 1 includes 

framing and shaping context—isolating an element of experience within the 

context in which it is set; phase 2 involves interpreting the significance of the issue; 

and phase 3 grounds the subsequent action within the interpretation of the meaning 

of that action.
75

 They further argue that leaders have dual conflicting roles that 

involve maintaining institutionalised order and structures, and having also to rise 

above the formal structures to provide meaning and direction.
76

  

According to Dhang, personal and organisational missions have several 

common characteristics: (i) both must be concise, clear, and informative; and (ii) a 

personal mission statement should cover the same three areas—purpose, activities, 

and values—as an organisational mission statement.
77

 It is important to note, as 

pointed out by Ramsey, that mission statements do not contain specific time 

frames, benchmarks, or yardsticks, but rather are overarching blueprints for 

everyday life and work.
78

 Christensen holds the view that people should decide 

what they stand for and then stand for it all the time.
79

 

Kotter exhorts leaders to influence their followers to unite toward a shared 

vision (or purpose).
80

 Pye argues that leadership can be productively seen as a 

process of framing and managing meaning.
81

 Carton et al. believe that the most 

central of all leadership behaviours is to communicate purpose to align the 

organisation around an envisaged cause or dream.
82

 Although alignment has been 

considered key to attaining extraordinary performance in the past, new studies 

have found that it may no longer be the right approach to succeed in the creation of 

a common purpose. According to Mayfield, purposeful leadership combines 

different factors, such as vision, inspiration, direction, action-orientation, critical 

thinking, morality, values and ethics.
83

  

Purposeful organisations that consider the needs of multiple stakeholders are 

presumed to be capable of generating higher levels of performance and more 

valuable innovations as well as improving employee motivation and engagement.
84

 

Birkinshaw et al. showed it is not merely about communicating the firm‘s purpose, 

but rather discovering (and rediscovering) the pre-existing shared purpose.
85

 As it 

relates to influence, it is not in the hands of one (the leader), but in the hands of all 

who share the purpose and who are thus eager to bring it to life in their work. The 

result is an authentic commitment by employees to fulfil their responsibilities with 
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a sense of honour and obligation that arises only from a fully internalised 

understanding of the shared purpose.
86

   

Cardona and Rey noted three ways in which the personal mission is related to, 

but remains different from, the organisational mission: (i) organisational mission is 

not the personal mission (personal mission will have goals more specific than 

those of organisational mission); (ii) organisational mission does not override the 

personal mission (people can get caught up in their work life, sometimes forgetting 

their personal life, and behave as if serving the company were their sole purpose in 

life) and (iii) organisational mission and personal mission must be complementary 

(staff at a company have the sense that their daily work acquires a genuine sense 

of contribution and self-realization).
87

 

Given the amount of time spent at work, the workplace has become a source 

of meaning for individuals.
88

 The context for employee engagement is embedded 

in the culture of an organisation, and the culture is the vehicle into which purpose 

is embedded.
89

 According to Schein, it is by understanding our culture that we can 

understand ourselves and the forces acting upon us that define us.
90

 Culture is 

identified as the ―strongest competitive difference‖ a company has. Honeyman 

found that there is an increasing trend that asks businesses and leaders to strive for 

more.
91

 Deloitte postulated that putting an emphasis on purpose rather than profits 

generates confidence, drives investment and creates long-term success.
92

  

Motivation theorists and humanistic psychologists have supported the notion 

that individuals have an inherent need for meaningful work.
93

 People are looking 

for meaning in life and if they can find that in their work and the companies they 

work for, it unleashes a powerful motivator that companies are beginning to 

understand. In addition, from a societal perspective, it is becoming increasingly 

difficult to separate profit from purpose.
94

  

 

 

Connecting Organisational Purpose and Individual Purpose 

 

In general, vision, mission, and objectives are oriented to corporate purposes 

that deliver external expectations.
95

 Drath and Palus argue that leadership is more 

than a person—it is a sense of purpose, a force that gives people a common 

direction and place with an increasing emphasis upon systemic relationships and 

mutual meaning-making.
96

 According to Kempster et al., there is a tendency for 
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purpose within business and the public sector to become overly preoccupied with 

the outputs of external goods such as profit, shareholder return, and value for 

money, or efficiencies.
97

 Cardona et al. found that leaders who are willing to 

support people, within their organisations, in the development of their purpose, 

receive more help in return while driving organisational needs.
98

 Organisational 

purposes that go beyond a mere focus on the bottom line have fuelled interest in 

understanding the growing disillusionment with the short-term financial 

imperatives that are blamed for the collapse of leadership integrity.
99

 Gusic holds 

the view that leaders play a significant role in helping organisations realise their 

purpose.
100

 

According to Cardona and Rey, it is precisely at the junction of both the 

company mission and personal mission that role mission is configured. For an 

individual, role mission reveals what their personal mission brings to the company 

mission and vice versa.
101

 This contribution characterises the identity of each 

person in their professional role.
102

 Once the role mission is part of the company 

mission, it is also common to both the company mission and the individual 

mission. It is not a simple exercise in "self-awareness" disconnected from the 

company mission, nor is it an exercise in indoctrination of the corporate mission 

without regard for personal mission. Both extremes generate disappointment, lack 

of authenticity, and loss of work motivation. Hence, it is in the individual‘s 

"interest" that the company has a mission, just as it is in the company‘s "interest"‘ 

that the individual has a life mission.
103

  

Empirical research shows that meaningful work affects employee 

commitment, job satisfaction, engagement and work performance.
104

 Individuals 

with a sense of purpose have an emotional attachment and commitment to a 

company, what it stands for, and what it is trying to do.
105

 A company with a clear 

and strong mission statement does not necessarily translate into its employees 

having an emotional commitment to that mission statement.
106

  

Erickson theorised that young adults (millennials) are focused on building 

relationships and when they reach middle age, there is a shift to associate identity 

with what one is contributing to society.
107

 According to Campbell and Yeung, 

"people are too varied and have too many individual values for it to be possible for 

a large organisation to achieve a values match for all its employees."
108

 That said, 
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leaders need to lead by example, conscious of the fact that their colleagues‘ 

mission depends, in part, on how they live their own.
109

  

 

 

Impact of Purpose on Organisational Performance 

 

While many companies understand that having a stated purpose is important, 

they struggle to weave it into day-to-day business.
110

 The EY Beacon Institute 

undertook research in 2018 to understand whether company purpose had any long-

term financial performance effect.
111

 Their study covered 1,470 business leaders 

across 12 locations (Australia, the United Kingdom, the United States, China, 

India, Brazil, Japan, Singapore, Hong Kong SAR, South Africa, France, and 

Germany) and 10 industries (automotive and transportation, banking and capital 

markets, consumer products and retail, diversified industrial products, government 

and public sector, health, life sciences, mining and metals, oil and gas, and 

professional services). The findings showed that strong and active purpose raised 

employee engagement and acted as a unifier, supported more loyal and committed 

customers, and helped frame effective decision making for leaders in an 

environment of uncertainty.
112

  

 

Figure 1. Impact of Purpose on Organisational Financial Performance 

 
Source: Global Leadership Forecast released by DDI, The Conference Board, and EY (2018) 
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Of the 1,470 global C-Suite executives surveyed, 84 per cent believed that 

their business operated in an increasingly disrupted environment and likened 

purpose to a fixed point to help navigate change and uncertainty.
113

 The findings 

further showed that purposeful organisations (those with the support of active 

leadership who authentically demonstrated their values and company purpose—

living, breathing and effectively demonstrating a commitment to that purpose is an 

infinitely larger task than paying lip service in this regard) had a stronger financial 

performance in the short and long term than companies where only a purpose 

statement was written up but not enacted. They were also better equipped to deal 

with fast-changing, competitive environments. The Global Leadership Forecast 

2018 showed that ―living a purpose statement at work not only had a positive 

effect on engagement (engagement levels were 12 per cent and employees‘ intent 

to stay 14 per cent higher), but twice as many leaders found meaning from the 

work they were doing.  

The changing economic landscape has prompted a fundamental rethink within 

many companies about the how and why of their business. Purpose is personal at 

an individual level and, at the company level, needs to be embedded into the goals, 

strategies, objectives, governance, and decision-making processes and systems.
114

  

 

Figure 2. How Purpose Creates Value 

 
Source: Global Leadership Forecast released by DDI, The Conference Board, and EY (2018) 

 

Implementing purpose within an organisation‘ s way of work faces a number 

of barriers such as short-term shareholder pressure, systems, and infrastructure that 

are not aligned with long-term purpose and the perceived cost for employees who 

seek to minimise personal cost and effort.
115

 Purpose aligns people toward 

something more significant than shareholder returns.
116

 However, according to 

Quinn and Thakor, leaders need to choose between stricter controls (employees 

choose to respond primarily to the incentives outlined in their contracts and the 
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controls imposed on them to achieve the desired impact) or aligning the 

organisation with an authentic higher purpose that intersects business interests and 

goals and helps guide decisions across all levels.
117

 

 

 

Conclusion 

 

People need leadership for personal fulfilment and to reach their full 

potential.
118

 It is often during a crisis where leaders are forced to challenge their 

assumptions about motivation and performance and to experiment with new 

approaches.
119

 When leaders connect their own purpose to organisational purposes, 

their influence intensifies.
120

 In the current changing world, where the way 

forward appears increasingly blurred and it is more difficult to determine whether 

a decision is right or wrong, leaders‘ life missions play a critical role in guiding 

and leading over time, as does the need for organisations to be more human in an 

ever-increasing digital age.
121

  

Mission and values are inextricably linked, and discussions of leadership for 

the ―new normal‖ often implicitly assume that we all share the same old normal. 

An employee's personal mission, manifested through purposeful work, affects 

important elements of organisational behaviour and business performance. The 

role of values in determining purpose, vision, and mission is vital, as values are the 

"glue" that hold personal and organisational purposes together.
122

 Serving all 

stakeholders, and aspiring to improve society, gives a company a broader vision, 

making it more likely to spot unexpected opportunities and new risks that are 

emblematic of disruptive and volatile times.
123

  

Leading translates possibilities into realities and purpose is crucial in each 

moment as part of how leaders interact and address challenges. In the face of 

tough realities for organisations, everyone associated needs to be open to being a 

leader. The purpose is not genetic and no person is born with a predetermined 

work orientation—even the world‘s most successful leaders have secrets in their 

journey to success and achieving their purpose.
124

 Leading requires courage and 

the understanding of where managers‘ responsibility ends and responsibility as 

leaders begins—providing purpose is a leader‘s role and leadership is a major 

intangible asset to a business. 

According to Professor Michael Beer of Harvard Business School, ―It is 

essential that companies develop the kind of leaders that can communicate and 

align the whole organisation around purpose. A leader‘s ability to influence people 
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to act does not necessarily come from the position they hold but rather from a 

strong belief in a purpose and willingness to pursue that conviction.‖
125

 

Organisations are political systems on their own and it should not be too 

difficult to state a purpose and a set of values.
126

 When a company announces its 

purpose and values and they are not reflected by the behaviour of senior leadership, 

those words ring hollow.
127

 It is much harder to enact purpose in the organisation 

because it requires leaders to continually search for multi-disciplinary 

consistency.
128

 According to Kolzow, ―[u]nless leaders understand the vision that 

motivates them to lead, the purpose that inspires them, and the values that 

empower them, it is difficult to make courageous and necessary choices and 

decisions in a chaotic world.‖
129

  

A review of the available literature shows that there is a great amount of 

enthusiasm around the topic of purposeful leadership. However, much of this is 

based on qualitative studies rather than empirical evidence, and further research is 

needed to substantiate this notion of the importance and impact of purpose in 

terms of leadership and its desired outcomes. 
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