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We speak of leadership during workshops and meetings, NGOs throw around quotes about it, but 
when we want to discuss it, when we try to say what it is and what it is good for, we run into serious 
trouble. There seems to be a general consensus that “leadership is important,” yet there is very little 
common understanding what it is.

This preliminary research tried to shed some light into this complex theme, with a basic aim to 
explore the fundamental questions we might want to ask and try to answer if we were to pay closer 
attention to leadership. Our specific aim was to see how people involved in civil society view new 
and emerging leaders.

Four round-table discussions (live or virtual) were carried out in four countries of the CEE region 
(Bratislava, Budapest, Cluj and Prague). Organizers summarized outcomes from national 
discussions (see appendices) and met in the Czech Republic (Moravská nova ves) for a two day 
working conference to compare their outcomes and insights. This REGIONAL SUMMARY 
summarizes national outcomes and the discussion that took place during the conference.

The main purpose of this REGIONAL SUMMARY is to inspire future researchers to investigate 
some of the points, issues and themes raised through this introductory work, providing them with 
some basic theses and outlines.

Nature of Leadership

There is an overwhelming understanding that leadership is an intrinsic human quality, not extrinsic. 
It comes from inside of one’s character and cannot be taught or provided to a person from the 
outside. At the same time, it is no superior quality. There is good leadership as well as leadership 
that can lead to manipulation, misuse, brainwashing, populism etc.

As such, leadership can be cultivated. On the side of leaders or potential leaders by opportunity (a 
situation in which one can succeed or fail and is forced to hold full responsibility for it) and 
reflection. On the side of those who are lead by better understanding of its significance and the 
acceptance of roles involved, as most people seem to be reluctant to openly assume either role – to 
lead and to follow. In this sense, emerging leaders need their role-models, they need to be inspired 
by other leaders.

Leadership and Civil Society

There is a predominating conviction that NGOs represent a vibrating space that offers a great deal a 
opportunities for young and emerging leaders. At the same time there is a strong voice that 
leadership cannot and should not be directly associated with civil society organizations. It is quite 
clear that the context of civil society leadership has been changing dramatically. Boundaries of the 
civic sector have grown rather fuzzy over the past decade and are likely to become even less 
apparent. Emerging leadership should thus be associated with public space, public action and 
perhaps with a community, rather than with professional organizations, institutions, existing 
structures and formats of work. Due to the growing pluralism and continued fragmentation of public 



discourse, the peripheries of civic action far outside of the mainstream might reveal much more 
about the multiform nature of future leadership in public space.

Talking About Leadership

“Leadership” is a hard to translate word into all four languages involved in this research. Local 
equivalents have strong negative connotations attached to them (usually linked to WWII); using the 
English word is viewed as a snobbish artificial import, making a case out of something where there 
is non (this is a typical use in politics and in the media). This complicates open and broad public 
discussion about this topic, turning it into an “expert” or “insider’s” debate only.

As we all have somewhat of a hard time talking about leadership, we use many insightful 
comparisons when discussing it. Leader has been compared to “outsider”, “guru”, “manager”, but 
also to Don Quijote or even Don Juan. We found the tension between these semantic pairs to be 
rather inspirational.

Many findings were shared throughout the region, some complemented one another, providing a 
more comprehensive picture. There seems to be one major difference that could have been caused 
by many potential reasons and/or circumstances about which we can but speculate. In Hungary and 
in Romania, the theme encountered surprising enthusiasm and interest on behalf of respondents. 
This was partly the case in Slovakia and not so much in the Czech Republic.

Appendix:

National Summaries –      Czech Republic

Hungary

Romania

Slovakia

CZECH REPUBLIC

Leadership for the Civil Society

NETT, o.s., Jan Kroupa and Josef Štogr, fall and winter 2009/2010

We have opened this brief preliminary research through a questionnaire sent to more than 100 
directors and leaders of NGOs. We received nearly to 30 answers, about half of them we followed 
up on through a personalized contact (e-mail, telephone, face to face).

The simple purpose of this research project is to uncover what is interesting and important about 
leadership to people operating within the civil society. Why we talk about it? Why we need to talk 
about it? Why we are not sure what to talk about, when we try? We particularly wanted to focus on 
the emerging leadership for a civil society? The simple purpose of this preliminary research was to 
see what might be the questions further research might want to find answers to. For this reason, we 
attempted to take note not only of thoughts that more people saw as significant, but also of 
interesting insights even if they were shared by others.

Our questioning pointed to several very intriguing perspectives.

A Given Thing or Skill You Can Learn?



A fundamental question we should answer before thinking about NGO leadership, its roles and – 
above all – its future is: can people be trained to be leaders? Majority of our respondents answer 
NO. But most of them (usually later in the questionnaire) softens their answers to: “You cannot be a 
leader if you are not possess ´the natural gift´.” And it seems that most our respondents agree that 
you do need a “gift” to have the capacity to be a leader.

Opportunities and Role-models

Of course, being gifted does not automatically mean that you are a leader. If you have the gift, you 
need an opportunity to grow into being a leader – this would be the most typical response to follow-
up. This typically involves a particular situation in which the potential leader is exposed you to such 
a role and it requires a role-model involvement.

Civil Society – a Leader Incubator

Many respondent believe that NGO provide opportunities for potential leaders to become leaders. 
Some insist that in fact, this is the very principle of NGO work, others assert that some specific 
situations (leading a project team) may favorably contribute to the process, some argue that NGO 
have to offer opportunities to potential young leaders for they cannot pay to attract mature leaders. 
In this respect, opinions differ, yet respondents do not seem to worry about young leaders not 
growing up within the civic sector.

Guru, Manager, Outsider

Very interesting insights have been introduced by several respondents making comparisons, or 
presenting semantic couples that shed light on their perception of leadership: leader and guru, leader 
and manager, leader and outsider, leader and manipulator…

Examples of Selected Answers:

Leader – a given thing or a skill?

A leader can be recognized intuitively – you can feel it when you are around them.

Leadership is a natural-born quality.

Leader needs a “gift from heaven”.

Leader has it naturally inside. I do not think you can learn it.

Interesting question – similar to: How do you become an artist?... There are two types of leaders: 
sociopaths and natural leaders. Neither is a choice. In both cases, desire and longing hides behind 
leadership, that person not being able to act in a different fashion. The first group is motivated by 
being power-thirsty.

A leader is born a leader, but he/she also has to be brought up appropriately.

Poets are naturally born, narrators may be trained.

Leaders care, they are vigilant, they do not become happy with what they have, they always go 
beyond that.



Leaders need a clear head, fantasy, courage to make decisions, they have to be sure of what they do, 
they have to have a vision and trust in what they do and how they do it, they have to be able to work 
in a team, they have to be responsible and natural authority.

People become leaders naturally, over time. Through opportunities and experience, sometimes by 
sheer luck.

Leaders need commitment and support.

You become a leader by stepping outside the crowd, by articulating a public issue to which and 
proposing a solution to it, while convening others around it.

How you recognize a leader?

They inspire, move people forward. They can show you a path – also a path that is not for you, 
which is just as important.

Somehow, you want to stay near them, to something together, think together.

They have a natural authority and they bring people together.

They are role-models to others.

They have a vision and a goal and they are capable to convince others that their vision makes sense.

It is great to work with them.

They know what should be done and how to do it. And they do not do it for themselves, they are 
after an issue.

They bring some new and interesting worldview  and it is intriguing to be around it, to try to 
understand it, to be confronted by it.

Leaders do not lie and do not manipulate.

Leaders respect authorities and traditions.

What you need to become a leader? Do NGOs offer opportunities for young leades?

Yes, NGOs offer an opportunity to lead a group.

NGOs attract leaders – they enable people to do thing their own way – and that is the most 
important thing for any leader.

Yes, if NGOs put young people in charge of a specific project and make them fully responsible for 
it.

Leaders always come forward in a group – so, yes, NGOs can offer opportunities to young leaders.

Leaders need an opportunity, an environment in which they can implement their free choice. In the 
beginning, they also need someone who leads, who inspires them.

Leaders need courage, balls and space.

Today, NGOs can no longer pay “mature” people, so they often have to give opportunity to young 
people and hope that they will grow into being leaders.

Yes, NGOs offer difficult life and thereby an opportunity to overcome oneself.

True leaders create opportunities, search for them, they do not need anyone to offer them an 



opportunity.

Becoming a leader is a slow gradual maturing process which cannot happen without a positive role-
model.

I do not believe in young leaders – those that were superstars at our university class now work as 
bank clerks. I have met a number of young people who though high about themselves, but if this 
does not change, people will laugh at them when they turn thirty.

.

Leaders need to be brought up to responsibility and courage.

„I have been saying for many years that we are using the word ‘guru’ only because ‘charlatan’ is too 
long to fit into a headline“ P. Drucker

HUNGARY

Emerging leaders

Summary

On the 11thof February 2010, a 2.5 hour discussion session was organised by Roots and Wings – 
Workshop for Change and Development to investigate the question ‘Who will be the future civic 
leaders?’.10 out of the 12 invited people came; they represented organisations, groups whom we 
thought of as exhibiting interesting thinking and ideas relevant to our topic. They came from 
organisations doing unusual work, or doing work with an atypical approach (in the Hungarian 
context), or from organisations representing today’s ‘mainstream’. We also had one person who had 
done interesting research regarding current civic leaders.

We put focus on emerging public leadership trends, the ones that had appeared and become 
noticeable on the peripheries. We assumed that some of today’s peripheral trends could influence 
future trends a great deal more than today. We assumed that knowing these peripheral trends would 
inform our thinking about directions of future changes in civil/public leadership.

Some preliminary comments:

The topic clearly energised people a great deal. One reason for this could be that we 
have managed to avoid talking about current problems and challenges facing civil 
society organisations and technical details of NGO management (such as issues around 
grant-led development). An other reason for this high energy could be that many 
participants could talk about their own work with enthusiasm, which was received with 
excitement from the rest of the participants.

We tried to appeal to participants’ imagination and not so much to their analytical 
abilities. As a result, the opinions reflect fragments and not whole, well thought-through 
pictures. We also think that the contributions made reflect aspirations, which may or may 
not happen in reality, but they are certainly rooted in current practice.

We have chosen to present the most interesting contributions.

Who will be the leaders of tomorrow? What will be their guiding values?

The most important attributes of ‘leaders’ will be autonomousand actor/activist, while leading 
people or organizations will not at all be central part of the notion. Future civic leaders will be 
primarily young people, but there might be some ‘older’ people who will be catapulting to this 
‘sector’ from other walks of life. Their most important characteristics:



Their legitimacy will come from their commitment to the issues (not necessarily from 
their commitment to their organisations). They will see their accountability vis-à-vis 
their missions. They will seek solutions to specific issues and hope to find like-minded 
colleagues to work with.

They will not care whether they will be called leaders or not.

They will want to act and have accomplishments immediately and not interested in long-
term planning.

They will have different life strategies than of today’s leaders, they won’t be necessary 
living off their ‘civicness’, their work in the civic sector. As a result they will be more 
mobile, risk-taking; they will be more daring and freer in their search of new solutions to 
challenges.

What roles will they want to civil society organisations to perform?

There was a general consensus that the borders around civil society organisations (CSOs) are fading 
thus the term needs to be applied accordingly. What’s more emerging leaders may not identify with 
the term 'civil sector', partly because it  is 'just formality' or 'lacks meaning', partly because its idea 
is 'deflated' or 'perverted' (due to scandals or stagnation). Equally, current models and organisational 
forms (associations and foundations) are already empty, lack legitimacy and stumble from crisis to 
crisis.

Given the above, the time is ripe for change. Emerging leaders will question the following 
paradigms: the patronising  state, the spiral of continous growths as well as (financial) 
organisational sustainability as positive values, forced innovation at any cost.

Some participants thought that there would be no new roles (beyond service provision, self-help and 
advocacy), but their combination would be stronger and more dependent on the circumstances of 
given issues and communities, localities. There will be a strong emphasis on community building 
and self-help, groupings which address issues of common concerns of people who are active in the 
given group.

-- Almost everybody agreed that organisations led by emerging leaders will heavily draw on 
volunteeringand building of small communities(not necessarily based on locality) as key resources. 
Volunteering is understood as a source of: new energy, a constant impetus to change and a way to be 
in touch with society, and as a resource to counter the dependency on grants.

-- Building of small communities appeared as a way of connecting people (in times when alienation 
and atomisation are strong forces), giving concrete and immediate solutions to people’s problems, 
and as an opposite to building or pursuing ‘big’ (national) structures that are easily manipulated, not 
transparent and lacking palpable trust among people.

-- A growing  independence from grants will be a strong feature of new organisations – either by 
‘selling’ services to users, and/or asking voluntary donations from people ‘who like the 
work/organisations/idea’, and/or using voluntary work of people whose existence does not depend 
on salaries, honoraria drawn from their civic work.

--Organisations will remain small, and use various organisational forms (including informal 
groupings). They will organise networks if they want to make broader impacts. The boundaries of 
organisatons will be fluid, temporary cooperations will appear and may evolve into close and 
intensive joint undertakings.

--Communication will be used more strategically using more advanced technologies.

What can be the role of people/organisations who want to help new leaders?

Two strong opinions appeared: one that was suggesting of the importance of connecting people, 



groups who think differently, spreading new models of work and organising people to talk with 
each other and exchange ideas. In addition, there seemed to be a need to inform donors about new 
ways of thinking and working so that they have a chance to change their funding/support policies 
and approaches.

The other opinion was that ‘formal’ help will not be needed (as this is a way of making money by 
people who do not ‘work’ themselves), the cooperation between new leaders will happen anyway.

Roots and Wings – Workshop for Change and Development

Budapest, 10thof March 2010

ROMANIA

Third sector initiative – looking for the leaders of the future...

Summary of group interviews and round-table discussions

Prepared by Alina Porumb, Association for Community Relations, Romania

3 round-table discussions were carried in Cluj in the period of 22-24 of March, involving in 
conversations 12 participants, in the following discussion groups:

4 NGO managers and 3 program officers in nonprofit organizations with an interest in 
developing further interaction with their communities; 2 nonprofit managers have 15-18 years 
of NGO experience, others have been in this position in the last few years; all program officers 
are relatively new in their organizations.

3 participants in a youth program involved in community volunteerism and fundraising through 
a program that also invests in their skills.

2 NGO managers, one with 8 years of experience in the organization and one with 18 months. 
         

The round table were set to explore the idea of nonprofit leadership in current times, exploring 
opportunities, challenges and solutions for the future. The following areas were explored:

How participants understand leadership and its nature?

What are some particular opportunities and challenges with leadership in an NGO?

What motivates nonprofit leaders? What type of people may join NGOs now or in the future? 
Who has or might start in the future new NGOs?

How do new people (who join now or might join in the future) perceive or might relate to 
NGOs?

What worked so far in terms of involving new people in NGOs? How about in terms of 
stimulating leadership in the nonprofit area?

How do the ideas of volunteerism and professionalism play in relationship to the NGOs? Can 
one build a successful career in the nonprofit sector and what is a next step after a number of 
years as a nonprofit leader?

The responses of the round table discussions are grouped on the following themes: nature of 
leadership, an external view on NGOs, stimulating leadership from inside the organization, new 
people, new organizations, career options, building knowledge and professional support.

Nature of leadership

Leadership can be viewed in different ways: as a set of personal qualities that has a certain effect on 
others (mobilizing or persuading them to certain actions); as a response to a particular situation 



(need to take action and no other leaders around); as a set of personal features required for moving 
or changing a particular situation, which are distributed between more than one person; as a practice 
that each of us may learn.

A leadership position may be seen in relation to a clearly defined group of followers or it may be 
defined in relationship to an issue/cause that requires certain action. It can be viewed as an 
articulation of emergent social values or as a challenge to existing values, by articulation and 
building of support for minority positions.

Key leadership features include:

Initiative

Courage and risk taking

Vision – somebody who sees the whole and is inspired by potential.

Authority – ‘other people treat with respect what has been said’; ‘a leader is listened to’.

Charisma – ‘a person that attract attention when she talks; that is being followed by people 
whom she interacts with; whose ideas are shared, somebody who is well liked in different 
environments’.

Commitment/motivation – ‘somebody who believes in what she does or has started’.

Provider of direction – ‘somebody who can take things into a certain direction, who can give a 
direction and take others towards that direction’.

Persistence - ‘somebody who does not give up when they encounter a barrier, but seeks new 
methods, sometimes even new people to achieve success’.

Power of example – ‘somebody who is recognized by others as an example to follow’.

Ambition

Confidence in own capacity

An ‘external’ view on NGOs

This section summarizes main opinions related to the NGO sector, either coming from volunteers or 
identified by NGO managers and officers as generic reactions (challenges and barriers), in their 
attempts to build further support from individuals in their communities.

Lack of abundant resources/creative response with limited resources, at least when it comes to 
money or tangible/easily perceivable resources – the nonprofit character seems to be read in 
connection to low level of financial resources, volunteer involvement or low salaries. This can lead 
to lack of involvement/passivity, but it is also a stimulus for creative responses from leaders who 
identify ways to build such resources in time or compensate their lack, by involving people.

Difficulties in following success/broader definition of success– unlike the business sector where 
success is measurable, the nonprofits success areas may be hard to capture, intangible or invisible at 
a glance. Standards of professionalism in nonprofits are not equally well perceived compared to 
standards of professionalism in a business for example (‘if you really want to learn how to do 
something at a high standard you go in a company’) or government (‘this is what they expect, 
because this is the nonprofit sector, nobody will have any strong reaction [in case the job is not done 
at the proper standards]’).

On the positive side, more nuances in approach and an attention to the values may attract those from 
the business sectors who are tired of a narrow definition of success and who are ‘searching for 
meaning’ or people from the public sector who are motivated, knowledgeable, but tired of 
bureaucracy and who can find in the nonprofit sector more freedom and space for creativity and 
self-expression. On the negative side, it may attract peoplewho don’t feel they can or don’t want to 



work really hard to rise to clearly defined standards.

Building a professional carrier in an NGO may not be recognized right away as an option or once 
this option is taken as providing sufficiently high social status (‘at a certain moment, I was not sure 
what to do, to build a legal career and be an important person, or to be involved in an NGO? [...] it 
sounds very strange to have an NGO career’)

Risk avoidance/seeking consensus– some of the newer NGO staff expresses some disappointment 
with NGO leadership for not having enough courage to risk going on unpaved roads or taking a 
stand that may be relevant for one group of people, even at the risk of upsetting other groups of 
people. NGOs are seen as ‘peace-builders’, trying to build partnership and consensus, seeking for 
common ground and denominator, at the risk of having nobody left to represent, but rather 
positioned ‘in-between’. There are examples of risk taking NGOs that have both clear 
constituencies and are visible and recognized, but also many that prefer softer (and in some 
interpretation weaker) approaches.

Present days come with a strong competition on the time and financial resources of people, who can 
choose to invest them according to their interest. NGOs may not always be best positioned if their 
offer is not clear or high profile enough to reach potential interested audiences, if it is not supported 
by social values (such as philanthropy) or if it does not present clear benefits. Building of 
experience and skills is one of the benefits, which is currently perceived by young volunteers from 
high-schools or universities.

NGOs may come across as a mix of dreamers and peace-builders, not grounded enough in 
pragmatic reality of resources or social status, not competitive (or sometimes not aggressive 
enough) to promote themselves over other options that come usually from different sectors. On the 
positive side, NGOs may be recognized as a space where people can find meaning in their life, 
where they can influence others, where they can contribute or make a difference, where one can 
learn or can find ‘nice people’ to connect to.  Somewhere in the middle, they may be perceived as a 
transitory space that you visit before you move on to the real world. A professional career may be 
seem more like to pursue outside the sector, and less as an option in side.  Interesting enough, lack 
of trust has not been mentioned as one barrier in building connections to new supporters.

‘In the general context as well as the crisis is very hard to reach to the values of people, to a group 
that comes together to do something... people are thinking pragmatically, they think what is 
happening long term, they think this is a difficult moment and this influences their decision... we all 
know that in NGOs there are few resources, there is high uncertainty... but also in other sectors, it is 
a trend now’

 ‘those who work in an NGO, especially the volunteers come to organizations to find out in which 
direction they want to go, in which direction to build a career, but not to have a career in an NGO 
[...] there is also some social pressure, when you say you work in an NGO, people don’t know what 
to say.’

SLOVAKIA

Crisis of Public Leadership?

Summary of roundtable discussion in Cafe Scherz,

December 10, 2009, Bratislava

Prepared by:

Boris Strečanský

Center for Philanthropy, Bratislava



On December 10, 2009 in a cozy setting of urban café Scherz in Bratislava, five persons discussed 
the issue of public leadership with a goal to open this topic and identify questions for further 
exploration of the issue. The discussion was facilitated by Boris Strečanský. Audience of the 
discussion were students interested in the issue of leadership, civil society and philanthropy, NGO 
leaders, random visitors, counting up to 25.

The discussants were three women and two men:

Professor of sociology in her fifties, at the same time the former presidential candidate in 
2009 who lost the run in the final round against the current President and currently aspires 
to become a leader of the largest opposition center-to-right political party.

Media analyst and businesswoman in her forties, scriptwriter, former high official of the 
Ministry of Culture in 1999-2004, one of the key student leaders of the 1989 in Bratislava.

Canadian expat in his sixties living in Slovakia since 1990, with business management and 
finance background, managing a group of social enterprises and non-profit organizations 
operating in Slovakia and abroad (Southeast Europe, East Africa) that help disadvantaged to 
uncover their potential and become more self-sufficient.

Founder and manager in his late twenties of the Stanica-Záriečie Theatre  – a community 
hub of good quality alternative art production from Slovakia and abroad in Žilina that is 
located in a semi abandoned railway station that was refurbished under the inner-city 
highway crossing near urban-industrial zone of city of Žilina in North Slovakia.

Former investigative journalist, early thirty, founder and leader of watchdog NGO based in 
Bratislava that watches over the funding of public officials and political parties, uncovers 
political corruption and watches over the rule of law in judiciary. One of the most quoted 
persons in political affaires in Slovak electronic and printed media in 2009.

As a working definition of „public leader“ was used: „Personality that possesses the ability to 
inspire others for change in the context of civil society“.

The discussion was opened by a statement of the facilitator that framed main questions for the 
discussion. These were:

How can we talk about the public leadership?

· What questions shall we ask to understand the leadership better?

· What is actually public leadership?

· How do leaders emerge?

· What have we learned about leadership in last 20 years?

· Can we design programs for leaders? Can „leadership“ be learned?

How does we look at the public leadership through eyes of our cultural milieu?



So, what did the 1,5 hour long discussion uncover?

Talking About Leadership

Talking about leadership is shaped by one’s own life experiences. For example, a person 
who twenty years ago taught and lectured about leadership is today very humble believes 
that leadership cannot be taught. What has caused this change?

Leadership in Slovak language is hard to translate. The notion of leadership is tainted with 
negative connotations from the relatively distant past (as it translates as it would mean 
Hitler’s leadership). But also newer notions are tainted with negative connotations.

Personal Theories of Leadership

Leadership is an intrinsic human quality, not extrinsic. It comes from inside of one’s 
character and cannot be provided to a person from outside. However, it is not a „superior“ 
or magic quality. But, as such, it can be cultivated.

Leadership requires three conditions:

Leadership is related to leading a group. Leader and the group is a dyad and the 
relationship between them is important. However it is not clear whether the leader can 
move the group where the group does not want to go or whether the leader can only 
help to uncover what is hidden inside of the people.

Ability of understanding needs and interests of other people in the group.In other 
words, ability of translating „good“ ideas into the language of others. Also, to see 
authentic leadership the leader shall understand himself/herself, his/her needs, interests 
and understand his/her emotions.

Ability of negotiating (or persuading?) agreement and common goal.

Leadership is situational.

Leadership is not static, but a dynamic and formative process. It is about ability to take 
things in one’s own hands and transform ideas to actions, to reality.

Leadership is negotiated between the group and the individual and there is something like 
natural evolutionary growing into the leadership role.  There are non-leaders installed in 
leadership roles through various power games (mostly in political part processes) which is 
tragic or comic. And there are natural leaders that emerge in their roles. The growing into 
the leadership is associated with feelings of freedom.



Timeboundness of leading. Leadership is bound to a particular time, period in life of the 
society. If the time is not ripe, then any idea will not be the one which would resonate 
among the people and generate support. On the other hand, it is the leader that „shakes“ 
with the traditional views and opens new perspectives that the „time“ did not bring up.

Leadership and the Change. If the change is too hard to achieve, leadership leads to 
exhaustion and failure.

Current Tragedies of Leadership

Leadership vs. Plurality. Since 1989 we witness two parallel processes: 1) The ongoing 
process of fragmentation of group or individual interests and 2) the process of strengthening 
of individuals (growing value of individualism and identity) poses a challenges for 
traditional leadership: How can we reach an agreement or shared understanding or 
a common goal while not loosing important elements of one’s own identity?

Resignation for formative and value based actions. There is a growing tendency not to use 
one’s own ability to influence the space in which one operates. Given the fast tempo of 
legal and policy changes in many areas of life, groups or citizens that are concerned and 
affected by these changes often do not raise their voice to influence or at least voice out 
their response to these changes. This passive resignation is detrimental to public leadership 
as well as it empties the public space from positive role-models.

Leadership and Ego. The current egoistic (or egotistic?) spirit of times suggest that only the 
power defines the winner. However, the dialogue as the fundamental tool of searching for 
the right solutions is overlooked and the dialogical nature of „good“ leadership is not 
appreciated today well enough.

Cynicism and over-criticism are presented as virtues, as signs of creativity. Everything 
around us is not enough good. Leadership that strives for positive creation is denounced as 
naive or stupid. Any single positive idea is met with ten different views that explain why 
that idea is not possible. Therefore there is a lack of positive ideas floating around.

Opportunities

Courage shall be cultivated as a key element for leadership. Leadership in the form of Don 
Quijote. This metaphor talks about leadership that fights for its truth despite the unfriendly 
context. Many civic leaders in present Slovakia would consider themselves as “Don 
Quijotes”.



Leadership should not be seen as something tragical or tedious, but it also can be a Fun. – 
therefore we can talk about leadership in the way of Don Juan. (emphasizing the “fun” part 
of it.

Growing individualism shall not mean egoism. We need to defend the individuals and their 
rights against the expanding state. This relates to a deeper differentiation of individualism 
that is often criticized as ignorant and not so positive quality. However, true individualism 
can be a positive quality as well.

Traditional institutions that facilitated interactions among individuals and the society are 
loose grounds towards social networks. What might this mean for the public leadership?


