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Key theoretical definitions in brief 

1. Key definitions related to the organizational design concept 

The concept of organizational design in relationship to context and 
complexity is presented in the following.  

Organizational context: The environment the organization operates in, 
containing other agents such as customers, competitors, suppliers, 
surrounding culture, laws, and regulations. 

Complex organizations: In complex organizations it is harder to make sense of 
things, our understanding might not be able to cope with the complexity, 
and past behavior might not predict future behavior. Predictability and 
detailed control are not possible. Complex organizations contain distributed 
control containing a large number of multiple interacting elements such as 
people, structures, processes, and strategies with a large number of 
connections and diversity between these elements. See Sargut and McGrath 
(2011) for further descriptions. 

Organizational design: The process of creating a specific mix of structures, 
processes, people, and other variables to support the realization of the 
organization’s goals. See for example Kates and Galbraith (2007). Key 
variables in organizational design: Organizational structures, roles and staffing, 
teams, and processes. 

Increasingly complex organizational design: Changes to the key variables in 
organizational design (organizational structure, roles and staffing, team, and 
process) in a way that increases Multiplicity (the number of potentially 
interacting elements) and/or Interdependence (the degree of connectivity 
between those elements) and/or Diversity (the degree of diversity between 
those elements) (Sargut & McGrath, 2011). 

2. Key definitions related to the leadership concept 

The concepts of leadership are explicitly separated into being either 
collective or individual by using foremost the concepts of individual 
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leader(ship) and collective leadership. This and related concepts are 
summarized in the following. 

The leadership concept: The set of schemata and assumptions about leaders and 
leadership that an organization has embedded in its culture (Probert & 
Turnbull, 2011, p. 142). 

Leader(ship): Individual leader(ship) is here defined based on (Bennis, 2007, p. 
3) as “In its simplest form [leadership] is a tripod - a leader or leaders, 
followers, and a common goal they want to achieve”. 

Leadership: leadership is defined according to the DAC ontology as “the 
presence of direction, alignment, and commitment (DAC) that marks the 
occurrence of leadership” (Drath et al., 2008, p. 636), and “the DAC 
ontology transcends and includes the tripod ontology” (ibid, p. 643, italics in 
original).  

Leadership culture: “The idea of a leadership culture locates the source of 
leadership (that is, the source of the processes for producing DAC) not in 
individual minds but in the interaction of beliefs and practices at the 
collective level” (ibid, p. 646). Hence, leadership culture is leadership 
practices + individual beliefs + collective beliefs. 

Leadership practice: “A leadership practice is a pattern in the behaviors of a 
collective aimed at producing DAC. Practices are analogous to leader and 
follower behaviors in the tripod ontology. The key difference in the concept 
of leadership practices is that practices are understood as collective 
enactments such as patterns of conversation or organizational routines that 
include and transcend individual behaviour” (ibid, p. 645). 

Leadership beliefs: “Leadership beliefs transcend leader and follower 
characteristics because leadership beliefs can be about any aspect of how to 
produce DAC, but leadership beliefs also include beliefs about leader and 
follower characteristics” (ibid, p. 643). 

Collective leadership: This is defined according to plural forms of leadership 
(Denis et al., 2012). Hence, collective leadership can be both sharing 
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leadership in teams, pooling leadership at the top of the organization, 
spreading leadership across boundaries over time, and producing leadership 
through interaction. The thesis focuses on the fourth stream, producing 
leadership through interaction.  

It should be noted that the thesis does not define all social interaction as 
leadership, and only social interaction that aims to produce DAC is defined 
as leadership. Thus, it includes both interactions between leader and 
follower in line with the tripod ontology as well as peer-like collaborative 
practices “outside” the tripod ontology. Thus, collective leadership is not 
produced in the tripod ontology, but is produced in the DAC ontology.  

3. Key definitions related to the leadership development concept 

The concepts of leadership development are explicitly separated into being 
either collective or individual by using the concepts of leader development 
and collective leadership development in addition to the overall concept of 
leadership development. This and related concepts are summarized in the 
following. 

Management development: Is here defined as “the process by which individuals 
pursuing managerial roles learn the interrelated sets of skills and abilities (i.e., 
competencies) necessary for effectiveness” Dragoni et al. (2009, p 731).  

The leadership development concept: Is broadly defined as the set of schemata and 
assumptions about leaders and leadership development that an organization 
has embedded in its culture. 

Leadership development: Leadership development is defined as expanding the 
collective’s capacity of organizational members to engage effectively in 
leadership roles and processes in order to produce direction, alignment, and 
commitment (Drath et al., 2008); Van Velson et al., 2010). Specifically, 
leadership development defined from the perspective of the DAC 
framework (Drath et al., 2008, p. 640) “is framed as the development of 
existing beliefs and practices for producing DAC (that is, the further 
development of leadership culture).” 
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Leader development/individual leadership development/individual leader development: 
Leader development is here defined as the expansion of a person’s capability 
to be effective in a leadership role and process (Van Velsor et al., 2010).  

Vertical leader development: Sequential growth in complex thinking and 
meaning-making for individuals in leadership roles. 

On-the-job individual leader development: Leader development from 
developmental relationships and or developmental assignments (Van Velsor 
et al., 2010), for example, created from increasingly complex organizational 
design. 

Collective leadership development: Collective leadership development is defined as 
the development of existing collective beliefs and collective leadership practices 
for producing DAC (that is, the further development of leadership culture).  

 

 

 


