Many reasons for the popularity of the topic leadership
Introduction
Many people today are seeking to understand -- and many people are writing about -- the concept and practices of leadership. There are a great many reasons for the popularity of the topic, including that organizations are faced with changes like never before. The concept of leadership is relevant to any aspect of ensuring effectiveness in organizations and in managing change. There has been an explosion of literature about leadership lately. Leading is a very human activity -- we're all human -- so there are many people who consider themselves experts on leadership. Unfortunately, many people make strong assertions about leadership without ever really understanding a great deal about leadership. Understanding the concept of leadership requires more than reading a few articles or fantasizing about what great leaders should be. In the following topic I also wish to illustrate the impact of culture on leadership in light of:

Poor communication by senior management

Office politics

Lack of teamwork

The use of politically correct language

Nosy co-workers
Part-A

What is Leadership
Many people believe that leadership is simply being the first, biggest or most powerful. Leadership in organizations has a different and more meaningful definition. Very simply put, a leader is interpreted as someone who sets direction in an effort and influences people to follow that direction

Over time, a number of theories of leadership have been proposed. Here are some of the main ideas.
Great Man Theory

Trait Theory

Behavioral Theories

Participative Leadership

Situational Leadership

Contingency Theories

Transactional Leadership

Transformational Leadership
Leaders carry out their roles in a wide variety of styles, e.g., autocratic, democratic, participatory, laissez-faire (hands off), etc. Often, the leadership style depends on the situation, including the life cycle of the organization.

In the 1930s, Kurt Lewin developed a leadership framework based on a leader's decision-making behavior. Lewin argued that there are three types of leaders:

Autocratic leaders make decisions without consulting their teams. This is considered appropriate when decisions genuinely need to be taken quickly, when there's no need for input, and when team agreement isn't necessary for a successful outcome. 

Democratic leaders allow the team to provide input before making a decision, although the degree of input can vary from leader to leader. This type of style is important when team agreement matters, but it can be quite difficult to manage when there are lots of different perspectives and ideas. 

Laissez-faire leaders don't interfere; they allow the team to make many of the decisions. Typically this happens when the team is highly capable and motivated, and it doesn't need close monitoring or supervision.
The following is my list of the characteristics of a good leader:
Vision leaders must have a good and clear vision. They must believe in them self and can motivate people in believing and following them. There vision for things is what it could be not what they are.

Wise leaders have to go for critical calls are difficult points. A leader has to be wise and knowledgeable in order to make a correct call for a successful organization. They are strategic, wise and perceptive.

Passionate good leaders are very passionate a\about their work and people. There obsession makes them entirely focused on what they do it may be sports hobby or business. They operate in a high level of passion that they get totally consumed in it.

Compassionate good leaders have compassion for the people, employs and supporters. While these leaders have goals to accomplish, they consistently care for the individuals that support them. They are not selfish and have hear for people they follow.

Charismatic most good leaders are charming and they draw the attention of the people by the way they talk and the way they carry themselves. They are excellent in building relations and maintaining them.

Persistent they have strong will power towards their goal. They anticipate the problem towards their goals. They see that the advantage of attaining their goals is larger than that of the problems that occurred. This makes them intensely persistent individuals.

Great communicators they are comfortable in public speaking and inspiring. They are great orator and persuaders.

Integrity good leaders mean there words what they say. They don’t play political games.

Daring they are bold. A great leader said “courage is the virtue on which all virtue rest on.” - Winston Churchill.

Disciplined Most good leaders are very controlled in their goals. Where most would be simply distracted, good leaders discipline their minds to keep focused and steady regardless of the situation.

2 people whom I consider to be good business leaders are as follows:
SERGEY MIHAILOVICH BRIN
Sergey Mihailovich Brin is the cofounder of Google, and is now the President of Technology at Google and has a net worth estimated at 11 billion US dollars. 

Born 1973 in Russia to a Jewish mathematician and economist. In 1979 Brin Moved to America with his family where his father worked as a professor of mathematics at the University of Maryland, and his mother working as a specialist at NASA. Brin had an interest in computers from an early age, and he received his first computer, a Commodore 64, from his father for his 9th birthday.

Sergey's natural talent for mathematics and computing was soon apparent, surprising a teacher by submitting a project printed from the computer, at a time before computers were commonplace. Brin also gives credit for his success to having attended Montessori schools. In 1990, after he finished high school, Brin enrolled in the University of Maryland to study Computer Science and Mathematics, receiving his Bachelors of Science in 1993 with high honors. After graduating he received a graduate fellowship from the National Science Foundation, which he used to study a masters degree in Computer Science at Stanford University, and completing it ahead of schedule in august 1995. 

Sergey Brin’s defining moment in his life was when he met future Co-president of Google, Larry Page. Brin was assigned to show Larry around the university. However they did not get on well in the beginning, arguing about every topic they discussed. The pair soon found a shared common interest in retrieving information from large data sets. The pair later wrote what is widely considered their seminal contribution, a paper called "The Anatomy of a Large-scale Hypertextual Web Search Engine". The paper has since become the tenth most accessed scientific paper at Stanford University.

Soon after they started working on a project that later became the Google search engine. After trying to sell the idea failed, they wrote up a business plan and brought in a total initial investment of almost $1 million to start their own company. In September 1998 Google Inc. opened in Menlo Park, California. The company grew so quickly and gained so many employees’ a few office relocations were made due to lack of space, with Google Inc. finally settled in its current place at Mountain View, California. Over the next few years headed by Larry and Sergey Google made many innovations and added to its list of products and employee’s (nearly 5000 by 2006). By October 2004 Google announced their first quarterly results as a public offered company, with record revenues of $805.9 million. As of 2005 Brin has been estimated to be worth US$11 billion and is sixteenth in Forbes 400 list and ranked the 2nd richest American under the age of 40. 

Despite Brin’s success, he has remained fairly unknown to the public. He is not known to live a lavish lifestyle, driving an inexpensive car and still renting a two-bedroom flat. Also another reason why I like him as a leader is because of his passion for computers and his work. He is very innovative and daring. He likes to experiment and use new technology.
KIRAN MAZUMDAR SHAW
Biocon India (Biocon), the number one biotech company in Asia in terms of revenues and market capitalization, was founded in the backyard of a suburban house in Bangalore in 1978 as a small operation of enzyme extraction. The woman behind Biocon - Kiran Mazumdar Shaw (Kiran) who dreamt of starting her own business with just Rs. 10,000(equivalent to $350 in nz) in hand and a degree in brewery - is now the richest woman in India. She founded Biocon as an enzyme extraction company in a rented garage in 1978. By 2004, Biocon had emerged as the #1 biotech company in Asia, and #16 in the world in terms of revenues and market capitalization. The topic describes how Kiran recognized the future potential of biotechnology industry when not many people in India knew about it. It describes in detail the challenges faced by Kiran in terms of gathering resources when she launched her biotech start-up. It discusses how Kiran's firm determination and belief in her helped in overcoming the various challenges she faced.
Issues:
Understand the role of an entrepreneur and a leader in creating a start-up and transforming it into a global player and a leader in its industry.

Study the role of an entrepreneur in the struggle, survival and success of a company in the initial and subsequent stages in the biotech industry.

Analyze the leadership qualities of Kiran and identify those characteristics that contributed to the success of Biocon and made it the leading company in the biotech industry.

Understand the significance and impact of a leader on an organization's culture and human resources

She believed that Indian women can do well in business even if they don't belong to a business family or have political influence or immense wealth. Kiran believed that women in India were not meant for only certain kind of jobs like teacher, nurse or personal secretary, or for running a small or cottage industry at the most. She considered herself a representative of the modern women who could work shoulder-to-shoulder alongside men and build mega businesses. Expressing a deep desire for equality, she said in her award acceptance speech, "I do hope that in the not-too-distant future, there will be one award for men and women alike - the Businessperson of the Year Award. Ms. Shaw received a graduate honors degree in Zoology from Bangalore University (1973) and qualified as a Master Brewer from Ballarat University, Australia (1975). Ms Shaw also received an honorary Doctorate of Science in 2004, from her alma mater, Ballarat University, in recognition of her pre-eminent contributions to the field of Biotechnology. She has also been awarded honorary doctorates from University of Abertay, Dundee, U.K. (2007), University of Glasgow, U.K. (2008) and Herriot-Watt University, Edinburgh, U.K. (2008).

If I can build a company like Biocon, anyone can… The first step was to dream however big or small…. If you have a vision, no matter how big or small, a plan, no matter if it is imperfect, but if there is passion and conviction for it, success is inevitable."
- Kiran Mazumdar Shaw, Managing Director, 

Biocon India Limited.
So as leader kiran is passionate about her work and is a daring, persistent and disciplined lady. And not to forget that she had a vision in which she believed.
Part-B

Poor Communication 
The entire purpose of senior management is to set a direction for an organization and then translate that direction into a strategy and tactics to be executed by the organization’s staff. For this to happen, a leader must communicate the direction and attendant strategy and tactics to the organization’s staff.

Some leaders fail to communicate at all. In such an environment it is impossible for staff to establish a coherent direction and the entire organization can only be expected to meander along under its own steam.

Other leaders may say one thing with their words and another with their actions—frequently referred to as “do what I say, not what I do”. Such discrepancies between words and actions raise questions as to the leader’s integrity and more importantly, his or her credibility within the organization.

Sometimes a leader may decide to keep things secret, feeling that he or she is unable to trust his or her staff. Some leaders may decide that their position is dependent upon their knowledge, and that they therefore cannot share any knowledge with others for fear of making themselves obsolete.

In some organizations, decisions on personnel movements are made by a group of senior managers who are tasked with observing all employees throughout the organization, comparing their strengths and weaknesses and their suitability for any positions which may become available. The information gathered by this group is carefully guarded—restricted to the group members themselves and the senior figured within the Human Resources department.

Such a secretive policy on succession planning leads to an uneven distribution of knowledge throughout the organization, to resentment from staff who feel they have been hard done by, and on more than one occasion when a corporate restructure came around, to the best and brightest leaving the organization because they either had no idea how much they were valued, or they had received inside information that they had been overlooked for promotion for ridiculous reasons.

The poor communication skills of the leaders of this organization have directly led to the hemorrhaging of talent over the past five years.
Office politics
No individual is allowed to know what his or her prospects for promotion are, or which positions he or she may be being considered for. Usually, supervisors will not be told of the group’s assessments of their direct reports.

This complete lack of communication is broken only when either:

office politics dictate that it would be beneficial for an individual to “leak” some information from the group; or

An individual within the HR department tells one of their friends about the group’s assessments because it’s a juicy piece of gossip.

In fact, despite those locked into a negative stereotype of organizational politics, mastering organizational politics is a crucial aspect of leadership. The sad fact is how so many intelligent people don’t understand how acting ethically can actually increase their influence. It provides ‘shark repellent’ to avoid becoming victimized by organizational politics. The major structural groupings for subjects that emerged were the ‘avoiding politics’ group: ~65-80% (this group had three discernable subgroups),‘negative politics’ group:~15-25% and ‘positive politics’ group: ~5-10% of subjects. While people move in and out of the groups. The group structure remained fairly stable.

The most significant mindset difference was the ‘rational systems’ view of the avoidance group and the ‘human systems’ view of the two active political groups.

There is also a major mindset difference between the two active political groups. There is the win-lose, non ethical, upward focus, self interest, competitive, personal gain mindset of the negative politics group, versus the win-win, ethical, organization focus, enlightened self interest, collaborative, best interests of the business mindset of the positive politics group.

In terms of behavioral differences, major ones include the high networking and constant small risking taking of the positive politics group versus the relatively low networking and risk avoidance of both other groups.

The positive politics group have the higher innovation success rates and higher success factor indicators in terms of performance, and promotion. They are more likely to be viewed as leaders than the other two groups.

There are not any major distinguishing factors between the positive politics group and the avoidance group in terms of personality, interpersonal skill, and intelligence. 

Negative politics did seem to involve an interpersonal skill in terms of manipulative skills such as of impression management in influencing both how they are perceived and how potential rivals are perceived.
Team work
Whether you are a team leader or a team member, teamwork is important. One of the essential components to an effective team is:

Positive Corporate Culture

In order to recruit long-term effective team members, the corporate culture of your organization must be positive, open, and invigorating. Potential team members will thrive in a challenging and creative work environment. Organizations with high turnover, negative attitudes, distrust, and secrecy will, at best, lose their best people and, at worst, make them a product of the destructive organizational climate.

Positive corporate culture comes from the top down. Management is largely responsible for the type of culture that an organization develops. As a manager, you can help foster a good climate in several ways. First, you should always make your expectations of your team members clear. You can accomplish this with a thorough and detailed job description followed by personal discussions for clarification. Secondly, when delegating, always empower each team member. Make sure to give the team member the authority to make and carry out decisions that are required. Furthermore, always support and back up the decisions made by the team member. If you disagree with their decision, instead of chastising or reprimanding, coach the employee and help them to understand your reasoning.
Politically correct language
Most organizations are unaware of their culture as it pertains to ethics. Most employees would ask their leadership to define ethical behavior, and today’s leadership would avoid such a question or give what they perceive is a politically correct answer. Dr. Ergun Caner (2004) said that, “If something is politically correct it is usually morally corrupt”. What he meant is, we are so obsessed with the correct response that we allow corruption to exist that may have an impact on others to avoid personal implication. so as a leader one should be careful when addressing groups or talking about others,uselanguage that would not cause any individual of any demographic(social or cultural) to feel excluded, offended or diminished.
Definition of NOSY
Of prying or inquisitive disposition or quality:intrusive

As leader working in a multicultural environment often nosy coworker can be annoying. Most nosy people are unhappy or dissatisfied with their own lives. The solution is either Get to know them and let them talk on and on and on or avoid them.
CONCLUSION
Culture and leadership underscores the complexity of the leadership process and how it is influenced by culture. There is a Need for each of us to expand our ethnocentric tendencies to view leadership from only our own perspective and instead to “open our window” to the diverse ways in which leadership is viewed by people from different regions around the world. There are many ways to view leadership and the integration of culture, and studies of leadership help us to expand and develop a richer understanding of the leadership process.
