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Abstract: Leaders who lack leadership energy may struggle to demonstrate sustained competence
and achieve effectiveness in difficult leadership situations. This research investigates the sources of
leadership energy and examines the impact of leadership energy on the development and sustain-
ability of leadership effectiveness and competence. This study employed a hypothetico-deductive
research design, wherein the formulated hypotheses were tested through structural equation mod-
elling (SEM). Data were collected using a questionnaire survey. A total of 272 responses were received
from leaders of various industries, indicating a response rate of 66%. The findings of this study
indicate that a leader’s capacity to respond to various situations, comprehend the importance of
being directive, prioritize the development of positive attitudes and supportiveness, and recognize
the significance of achievement are all factors that contribute to the internal mechanisms necessary
for the leader’s manifestation of leadership energy. The study additionally discovered that leaders’
skills, qualities, and abilities are derived and maintained through their internal capacity and personal
resilience emanating from their leadership energy. The hypotheses that were validated suggest a di-
rect causal relationship, indicating that leadership motivation, leadership personality, and leadership
orientation are significant factors in the generation of leadership energy. This study’s conclusions
suggest that to sustain leadership competence and effectiveness, leaders must cultivate a culture
that prioritizes both effectiveness and competence. The findings also imply that individuals must
establish precise developmental objectives, as well as exhibit cognizance of and the acquisition of
leadership expertise, knowledge and approaches. Thus, the need to reevaluate the competency-based
approach to leadership is overwhelming. This study introduces the concept of leadership energy as a
catalyst for perpetuating leadership effectiveness and competence. The study claims that the energy
emanating from the intricate interplay of leaders’ orientation, experience, development, personality,
and motivation engenders and perpetuates their efficacy and aptitude.

Keywords: leadership; leadership energy; leadership effectiveness; leadership competence;
sustainable leadership; leadership theory

1. Introduction

The significance of leaders’ effectiveness and competence has been recognized as a
crucial concept in leadership research, as it signifies the degree to which leaders effectively
carry out their responsibilities and achieve the organization’s objectives. Nevertheless, the
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primary emphasis of prior investigations has largely revolved around identifying and eval-
uating factors that contribute to the efficacy and aptitude of leadership rather than delving
into the mechanisms involved in their cultivation and perpetuation. Communication and
motivation have been identified as key indicators of leadership effectiveness [1,2]. The key
measures of leadership competence include goal framing, capacity building, defusing resis-
tance and conflict, and institutionalizing [3]. Also, emotional intelligence can be measured
to forecast the effectiveness of leadership [4–7].

The effectiveness of leadership is contingent upon the degree to which the leader
embodies the group’s identity and engages in behaviours that are perceived to be advanta-
geous for the group [8,9]. Based on the research conducted by Dhar and Mishra in 2001, it
has been determined that various factors contribute to the effectiveness of a leader. These
factors encompass the leader’s capacity to inspire, facilitate, motivate, and influence others,
as well as to demonstrate accountability, maintain a positive attitude, and monitor the
performance of their subordinates. A connection has been established between leadership
competencies and transformational leadership styles [10–13]. The connection suggests that
implementing a transformational leadership style can potentially enhance organizational
commitment and job satisfaction.

These investigations have synthesized the accumulated knowledge and wisdom of
experienced individuals in positions of leadership. Additionally, a comprehensive set of
leadership behaviours and characteristics has been delineated, which serves to accurately
depict and forecast the efficacy of leaders. The resulting collection serves as a valuable
instrument for personal growth and development while also establishing a framework
for the assessment, cultivation, and comprehension of leadership effectiveness and com-
petence. Understanding the ability to forecast the efficacy and competence of leadership
is of significance; however, it is of paramount importance to comprehend the means to
engendering and sustaining leadership effectiveness and competence [14–16]. This is due
to the fact that the attributes of leadership and the surrounding circumstances are subject to
constant change and evolution [17]. Furthermore, it is of utmost significance to comprehend
the mechanisms behind the generation and perpetuation of leadership effectiveness and
competence, as the assurance of leadership competencies and effectiveness is contingent
upon their ability to be generated.

The effectiveness and competence of leadership can be understood as a dynamic pro-
cess rather than a static state. The effectiveness of leaders is contingent upon the intricate
interplay between their orientation and the extent to which situational factors afford them
opportunities to exert their influence. Generating these entities may be relatively straight-
forward; however, maintaining their existence over time is the challenge. Furthermore, it is
conceivable that leaders may find it relatively effortless to demonstrate competence and
achieve effectiveness under favourable circumstances. However, unless leaders possess
an inexhaustible reserve of efficacy and competence, the task of exhibiting competence
and attaining effectiveness in unfavourable leadership situations will prove challenging.
The responsibility of a leader is not consistently facile. Various factors have been observed
to exert an influence on the competencies and effectiveness of leadership. There will be
periods of arduous and challenging circumstances. In times of adversity, the assurance of
leadership competence and effectiveness is contingent upon leaders possessing a mecha-
nism for mobilizing and sustaining their competence and effectiveness over a prolonged
period. Therefore, it is imperative to comprehend the origin and the force that upholds the
effectiveness and competence of leadership.

The underlying force that upholds the efficacy and competence of leadership surpasses
the necessity for leadership competencies and effectiveness. This phenomenon can be
identified as a manifestation of leadership energy as it pertains to the inner capability of
and personal resilience exhibited by a leader [18–20]. Hence, this research endeavour seeks
to explore the sources of leadership energy and scrutinize the role of leadership energy in
engendering and perpetuating leadership effectiveness and competence. The primary aim
of this study is to examine the correlation between the comprehension of leadership energy
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sources and their impact on the generation and sustenance of leadership effectiveness and
competence. The ultimate goal of this study is to develop a theory for effectively sustaining
leadership effectiveness and competence.

2. Sources of Leadership Energy

Leadership energy is an interior strength, or the inner capability and personal resilience
of a leader, that achieves its effect through outer mechanisms [18,20,21]. These outer
mechanisms are not only responsible for providing the source of leadership energy, but
they also have a significant impact on the amount of leadership energy and influence the
ebb and flow of leadership energy. This study hypothesizes that the outer mechanisms
through which leadership energy shows itself include leadership orientation, experience,
development, personality, and motivation [18,22–24]. These are the five components that
generate leadership energy. The way in which leaders evaluate situations, react to situations,
and make judgements is referred to as their leadership orientation. It is a way for leaders
to give meaning to their work. Leadership orientation has a strong and significant effect on
innovative and proactive personalities [25,26]. It has been discovered that the importance
that leaders place on leadership characteristics grows as they gain more experience in
leadership roles [22]. This suggests that leadership orientation is not only important for
individual leaders but also for the overall success and innovation within an organisation.
As leaders gain more experience, they may begin to prioritise certain traits or qualities that
align with their leadership orientation. This can ultimately shape the culture and direction
of the organisation, influencing the behaviour and performance of employees. Overall,
understanding and cultivating a strong leadership orientation can have a profound impact
on both individual leaders and the organisations they lead.

The most important way to learn how to lead is through one’s own personal experi-
ences [27–29]. It was also found that training and other formal programmes play a very
small role in leadership development compared to the role that experiential learning plays
in the workplace. In fact, true leadership development happens through hands-on experi-
ence and learning from mistakes [27]. This implies that leaders must be willing to take risks,
make decisions, and face challenges in order to grow and develop their leadership skills. By
actively seeking out opportunities to lead and learning from their experiences, individuals
can become more effective and impactful leaders within their organisations. Ultimately,
leadership development is a continuous journey that requires dedication, self-reflection,
and a willingness to adapt and grow. Leaders will be able to appropriately and constantly
deal with organisational issues when they are required to go through extensive and system-
atic leadership development that is spread out over a significant amount of time [30]. This
type of training should also span many years. Through long-term leadership development
programmes, individuals can cultivate the necessary skills and knowledge to navigate
complex organisational challenges with confidence and poise. By committing to ongoing
learning and self-improvement, leaders can stay ahead of the curve and drive meaningful
change within their teams and companies. A sustained and comprehensive approach to
leadership development is essential for achieving long-term success and creating a lasting
impact in the business world [30].

One of the factors that can influence the efficacy of a leader is the level of the leader’s
motivation [1]. Leaders gain an inner capability as a result of the complex leadership-related
knowledge and abilities that are acquired from prior leadership experience [22]. This inner
capability allows leaders to navigate challenges with confidence, make informed decisions,
and inspire their teams to achieve greatness. By continuously investing in their own
development and learning from past experiences, leaders can cultivate a strong foundation
for success and make a positive impact on their organisations. In conclusion, effective
leadership development is a multifaceted process that requires dedication, motivation, and
a commitment to ongoing growth and improvement. This inner capability allows leaders
to navigate challenging situations with confidence and resilience.
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There is a strong connection between leadership personality (individual differences
in leadership characteristics) and leadership emergence, perception, commitment, and
effectiveness [31,32]. This suggests that a leader’s distinctive traits and qualities have a
significant impact on their capacity to emerge as a leader, how others perceive them, how
committed they are to their position, and ultimately, how successful they are in leading
their team or organization. By understanding and leveraging these individual differences,
leaders can further enhance their leadership capabilities and drive success within their
organisations. It is clear that effective leadership is not only about skills and knowledge
but also about personal growth and self-awareness.

Thus, Hypothesis 1 posits that the flow of leadership energy emanates from vari-
ous sources, namely leadership orientation (H1a), experience (H1b), development (H1c),
personality (H1d), and motivation (H1e).

2.1. Role of Leadership Energy in Generating and Sustaining Leadership Effectiveness
and Competence

Leadership energy is both a starting point and a force that sustains leadership effec-
tiveness and competency [20]. Individuals have a better understanding of their own and
others’ leadership capabilities as a result of the increased competence and effectiveness
resulting from leadership energy. This heightened awareness allows individuals to make
more informed decisions when it comes to leadership roles and responsibilities. As a result,
teams are able to work more cohesively and efficiently, which ultimately leads to greater
success and the achievement of organizational goals. In essence, leadership energy is the
driving force behind effective leadership practices and is crucial for creating a positive and
productive work environment.

Leaders who are capable and effective are able to accept some personal responsibility and
take some independent action towards their own development. When it comes to teaching
leaders how to assess and evaluate their own leadership performance, both effectiveness and
competence are equally vital components. They significantly improved leaders’ ability to
evaluate employee performance in a variety of different organizations [5,10,17,33]. By focusing
on developing these skills, leaders can more effectively provide feedback and support to their
employees, ultimately leading to increased job satisfaction and performance. Furthermore,
effective leaders who are able to accurately assess their own performance are better equipped
to identify areas for improvement and continue to grow and develop. Overall, self-assessment
plays a crucial role in the ongoing development of strong and successful leaders within
any organisation. However, a leader’s competence and effectiveness are not sufficient for
them to maintain their efficacy because there are leadership constraints that inhibit a leader’s
continued and maintained effectiveness and competence [34]. As a result, the ability to sustain
one’s effectiveness and competence as a leader becomes important.

Also, it is important to address these leadership constraints in order to ensure that
leaders are able to continuously improve and adapt in their role [34]. By recognising
and overcoming these obstacles, leaders can strive towards sustained effectiveness and
competence. This highlights the necessity for ongoing self-assessment and a commitment
to personal growth in order to navigate the challenges and complexities of leadership
successfully. Ultimately, it is through a combination of self-awareness, resilience, and a
willingness to learn that leaders can overcome these constraints and continue to excel in
their roles.

As a concept, “sustainable leadership effectiveness and competence” refer to the re-
plenishing sources of leadership competence and effectiveness that enable leaders to keep
their efficiency and influence at a high level while also expanding such capacities. Sustain-
able leadership effectiveness and competence make it possible for leaders to have a quick
and resilient reaction that is also competitive, appealing, and reliable in all circumstances,
notwithstanding the degree of complexity of the scenario [35]. Leaders who possess sustain-
able leadership effectiveness and competence are able to adapt to changing environments
and challenges with ease. By continuously developing their skills and knowledge, these
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leaders are able to navigate through uncertainty and drive their teams towards success. In
today’s fast-paced and dynamic world, sustainable leadership is crucial for organisations
to stay ahead of the competition and achieve long-term success. Sustainable leadership
effectiveness and competence create psychological resilience that enables leaders to flourish
in spite of adverse circumstances [36]. By fostering a culture of continuous learning and
growth within their organisations, sustainable leaders are able to inspire and motivate their
teams to perform at their best. These leaders understand the importance of staying agile
and adaptable in order to capitalise on opportunities and overcome obstacles. By embody-
ing resilience and competence, sustainable leaders set the tone for their organisations to
thrive in an ever-changing landscape.

Sustained leadership effectiveness and competency develop psychological resilience,
which not only protects against burnout but also alleviates distress, enhances general
well-being, and boosts engagement. Future organisational survival will depend heavily
on the presence of leaders who are able to foster psychological resilience not just within
themselves but also within their followers. Leaders who can demonstrate their ability to
navigate challenges with grace and determination inspire confidence and trust among their
teams. This trust creates a sense of security and stability within the organisation, enabling
employees to feel supported and motivated to achieve their goals. As a result, sustainable
leaders who prioritise psychological resilience contribute to a positive work culture that
fosters innovation, collaboration, and ultimately, long-term success. In essence, the future
of organisational success lies in the hands of leaders who understand the importance of
building resilience in themselves and their teams.

In sum, Hypothesis 2 posits that the effectiveness (H2a) and competence (H2b) of
leaders are derived from their leadership energy.

Hypothesis 3 posits that the psychological resilience of leaders is contingent upon
their level of efficacy (H3a) and competence (H3b), which can be derived from their level
of leadership energy.

2.2. Leadership Energy Theory for Sustainable Leadership Effectiveness and Competence

Drawing upon the profound insight derived from theoretical underpinnings, this
study posits the notion of leadership energy as a catalyst for the perpetuation of leadership
effectiveness and competence. The postulates inherent in this particular theory are that
the energy required to uphold leadership proficiency and efficacy can solely emanate
from one’s predisposition towards leadership, accumulated experience, personal growth,
individual disposition, and inner drive. It is argued that individuals who possess a strong
inclination towards leadership, combined with a drive for personal growth and continuous
improvement, are more likely to exhibit high levels of leadership energy. This energy, in
turn, fuels their ability to effectively lead and inspire others to achieve common goals. By
focusing on developing and harnessing this leadership energy, individuals can enhance
their overall leadership effectiveness and competence, ultimately leading to greater success
in their leadership roles. Leadership energy, in essence, serves as the impetus that engenders
and perpetuates the state of leadership effectiveness and competence. Moreover, the level
of leadership energy exerts dominion over the perpetuity and uniformity of leadership
effectiveness and competence. Leaders who are able to tap into their leadership energy are
more likely to overcome challenges and obstacles in their roles. This energy allows them to
stay motivated, resilient, and adaptable in the face of adversity. As a result, they are able to
inspire and empower their team members to also perform at their best, creating a positive
and productive work environment. Ultimately, by continuously nurturing their leadership
energy, individuals can elevate their leadership capabilities and make a lasting impact on
their organisation.

The theory posits that the energy emanating from the intricate interplay of leaders’
orientation, experience, development, personality, and motivation engenders and perpetu-
ates their efficacy and aptitude. Leaders who possess high levels of leadership energy are
able to navigate challenges with grace and determination, setting an example for others to
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follow. Their positive attitude and ability to adapt to changing circumstances can help drive
their team towards success, even in the face of adversity. By honing their leadership energy,
individuals can not only improve their own performance but also positively influence
the overall success of their organization. The theory of leadership energy highlights the
importance of self-awareness and continuous growth in order to become a truly effective
leader. The intricate tapestry of leaders’ orientation, the profound depths of their expe-
rience and growth, the essence of their character, and the enthusiasm that propels them
forward intricately intertwine with the ebb and flow of this energy. Ultimately, the theory
of leadership energy underscores the transformative power of individuals who choose to
lead with passion, purpose, and authenticity.

The interplay of energy levels intricately governs the perpetuity and coherence of
leaders’ aptitude and efficacy. Leaders can cultivate a sense of purpose and ignite the
energy necessary to make a lasting impact on their teams and organisations by consistently
investing in their self-awareness and personal growth. Figure 1 summarizes the theoretical
perspective. As illustrated in Figure 1, there is an interplay between leadership effectiveness
and competence. For leaders to navigate the vast expanse of leadership situations with
unwavering efficacy and longevity, they must draw upon a wellspring of leadership energy.
This energy, a formidable force, arises from the harmonious convergence of leadership
orientation, experience, development, personality, and motivation. Figure 2 presents the
hypothesized model that would enable the testing and validation of this theory. It unveils
the essence of the theory, encapsulated within three main hypotheses, denoted as H1, H2,
and H3. Furthermore, these main hypotheses give rise to nine sub-hypotheses, each bearing
its own unique designation, namely H1a–H1e, H2a–H2b, and H3a–H3b.
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Figure 2. The hypothesized model of leadership energy for sustainable leadership effectiveness and
competence (Lor—leadership orientation, Ler—leadership experience, Lde—leadership development,
Lpe—leadership personality, Lmo—leadership motivation, Len—leadership energy, Lef—leadership
effectiveness, Lco—leadership competence, Sec—sustained leadership effectiveness and competence).

3. Methodology

This study utilizes a hypothetico-deductive research philosophy and design. The
hypothetico-deductive (HD) research philosophy entails a cyclic process of logical deduc-
tion and empirical observation employed to formulate and examine theoretical proposi-
tions [37,38]. The objective of this approach is to extract valuable knowledge by determin-
ing causality in a manner that enables the reliable prediction of future events. The HD
approach, as its name suggests, consists of two essential components: a hypothetico com-
ponent, wherein hypotheses derived from the proposed theory are subjected to rigorous
testing, and a deductive component, wherein a validated theory is derived from the hy-
potheses that have been tested. Thus, the optimal configuration of a hypothetico-deductive
research approach involves the establishment of a research problem, the formulation of
hypotheses, the collection of data, the testing of hypotheses, the interpretation of cues, the
deduction of theory, and the formulation of a conclusion.

The study involved the participation of 272 leaders from various industries. Incom-
plete questionnaires resulted in a reduction in the participant pool to 272 individuals,
representing 66% of the original sample size of 412 participants who were initially con-
tacted. The participants were contacted through personal outreach methods, such as
direct contact or the distribution of unsolicited correspondence. Utilizing the respondent-
driven sampling technique (similar to snowballing sampling strategy), participants were
incentivized to extend invitations to their respective networks, ensuring the survey’s confi-
dentiality and voluntary nature. The participants were approached through personalised
outreach strategies, such as direct communication or the dissemination of unsolicited letters.
This technique was used to guarantee the inclusion of a heterogeneous group of people
with varying backgrounds and experiences. Despite initial challenges in reaching potential
volunteers, the response was overwhelmingly positive. The individualised outreach efforts
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resulted in a substantial degree of involvement and enthusiasm in the research, ultimately
culminating in a diverse cohort of volunteers.

Employing the respondent-driven sampling technique, similar to the snowball sam-
pling strategy, motivated participants to invite others from their networks to participate
in the survey. This approach maintained the survey’s confidentiality and voluntary na-
ture, enabling the study to incorporate a broader spectrum of viewpoints. The sampling
procedure demonstrated efficacy in obtaining people who may have been inaccessible
through conventional recruitment strategies. By harnessing the influence of social networks
and spreading information through personal recommendations, the study successfully
attracted a diverse group of individuals who were enthusiastic about sharing their distinct
perspectives and personal experiences. The study’s success may be due to the effective mix
of personal outreach efforts and the use of unique sampling methodologies, which resulted
in the formation of a comprehensive and representative group of participants.

The participants reported engaging in various forms of leadership training, including
workshops and seminars (24%), self-directed learning (26%), feedback (2%), coaching and
mentoring (4%), and on-the-job learning (44%). The participants provided data indicating
that a portion of them, specifically 20%, reported having spent a duration of 6 months
in leadership positions. Additionally, 28% of the participants reported having occupied
leadership positions for a period ranging from 1 to 2 years. Furthermore, 21% of the
participants reported spending 3 to 4 years in leadership positions. Lastly, the highest
percentage, specifically 36%, of the participants reported having spent 5 years or more in
leadership positions. The participants’ reports indicate that the number of subordinates
reported falls within three categories: 5–15 subordinates (41%), 16–26 subordinates (36%),
and 27 or more subordinates (21%). The individuals surveyed have self-identified as
belonging to various sectors, namely the education sector (11%), construction sector (22%),
banking and financial services sector (16%), consulting sector (15%), hospitality sector (13%),
and other industries (24%). The individuals under observation possess various educational
qualifications, with 36% holding graduate degrees and 64% holding post-graduate degrees.
This observation substantiates the veracity of the data provided by the participants.

The questionnaire survey was utilised to directly quantify seven variables, as illus-
trated in Figure 2. These variables were derived from the theoretical framework discussed
in Section 2. Table 1 presents the variables along with the respective significance of their
items. The items within the questionnaire survey were evaluated using a five-point scale,
wherein a rating of 1 corresponds to strong disagreement and a rating of 5 corresponds
to strong agreement. The participants’ level of agreement with the items was assessed
using a scale that ranged from 1.00 to 5.00. The scale was divided into five categories:
highly disagree (1.00–1.80), disagree (1.81–2.60), neutral (2.61–3.40), agree (3.41–4.20), and
highly agree (4.21–5.00). Prior to conducting data analysis, the Cronbach’s coefficient was
computed in order to evaluate the reliability of the variables. The obtained results indicate
a leadership orientation score of 0.77, a leadership experience score of 0.77, a leadership
development score of 0.81, a leadership personality score of 0.79, a leadership motivation
score of 0.71, a leadership effectiveness score of 0.75, and a leadership competence score of
0.73.

Cronbach’s coefficient values exceeding 0.7 are deemed to be within the acceptable
range. The mean item score was employed to determine the variables that exhibited statisti-
cal significance. The study assessed the discriminant validity, confirmatory factor analysis,
and internal consistency of the items in order to identify and subsequently eliminate any
insignificant ones. All of the observed variables were determined to be statistically sig-
nificant, as their respective values exceeded the threshold of 5.0. These variables include
leadership orientation (0.64), leadership experience (0.99), leadership development (0.92),
leadership personality (0.83), leadership motivation (0.84), leadership effectiveness (0.71),
and leadership competence (0.73). The items of significance underwent additional analysis
in order to test the hypotheses presented in Figure 2 through the use of structural equation
modelling (SEM).
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Table 1. Parameter estimates for the path model.

Hypothesis Estimate (r) Standard Error Z-Score Interpretation

H1a (Lor->Len) 0.806 1017.132 7.922 × 10−4 Supported

H1b (Ler->Len) 0.638 1872.533 3.407 × 10−4 Supported

H1c (Lde->Len) 0.606 0.129 4.679 Supported

H1d (Lpe->Len) 0.958 1872.533 5.118 × 10−4 Supported

H1e (Lmo->Len) 0.986 1017.132 9.693 × 10−4 Supported

H2a (Len->Lef) 0.333 977.212 3.407 × 10−4 Supported

H2b (Len->Lco) 1.348 0.344 3.917 Supported

H3a (Lef->Sec) 0.176 85.347 0.002 Supported

H3b (Lco->Sec) 0.428 0.166 2.5801 Supported
χ2: 3013.2810; restricted degrees of freedom: 18; degrees of freedom (indep.): 36; χ2 from independent: 199.353;
RMSEA (Kulback Leibler): 0.012; RMSEA (classic): 0.298; SRMR (covariances only): 0.194; CFI (to independent
model): 0.839; TLI (to independent model): 0.679.

Structural equation modelling (SEM) is a statistical technique used to analyse intricate
connections between constructs and indicators in multivariate data analysis. SEM enables
researchers to evaluate theoretical models by concurrently analysing both observable and
latent variables. SEM, or structural equation modelling, enhances the accuracy of estimating
correlations between variables by taking measurement error into account. In addition,
SEM may evaluate the overall adequacy of the model to the data, enabling researchers to
ascertain the validity of their theoretical framework. SEM, or structural equation modelling,
is an effective approach that researchers may use to get insights into intricate linkages within
their data [39]. The goodness-of-fit indices used in structural equation modelling encompass
tests such as the comparative fit index (CFI), root mean square error of approximation
(RMSEA), and chi-square test. These indices were interpreted using the appropriate cut-off
points [40–43]. The chi-square test compares the population covariances suggested by
the model to the covariances seen in the sample. Additionally, there are numerous fit
indices that might yield contradictory findings on the appropriateness of the model. The
fit requirements of a structural equation model generally assess the degree to which the
given model accurately represents the observed data. Only the chi-square test statistic has
an accompanying significance test, while all other measures are simply described.

4. Results

A mean item score analysis was performed to determine the statistical significance and
relevance of the observed variables in relation to leadership energy. A cut-off point of 3.41 was
used to identify variables that exhibited a high level of significance. As depicted in Figure 3,
the variables under examination encompass leadership orientation, experience, development,
personality, and motivation. The measurement of leadership orientation was conducted using
four distinct items. It was unanimously agreed upon by all respondents that in order to possess
leadership energy, leaders must possess the capability to interpret situations (mean score = 4.3),
respond to situations (mean score = 4.4), make decisions (mean score = 4.3), and derive
meaning from situations (mean score = 3.8). The quantification of leadership experience was
conducted through the use of six distinct items. All of the items achieved a minimum score of
3.41. The data suggest that all the participants reached a consensus that in order to possess
leadership energy, a leader must possess the capability to effectively utilize positional power,
value the importance of teamwork and cooperation, acknowledge the significance of their
followers’ development and directiveness, and demonstrate an appreciation for assertiveness.
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Figure 3. Sources of leadership energy.

The quantification of leadership development was conducted through the assessment
of knowledge development (mean score = 3.5), skill development (mean score = 3.6),
attitude development (mean score = 3.7), and confidence development (mean score = 3.5).
The mean item scores of the participants indicated unanimous agreement regarding the
adequacy of the measurements in assessing leadership development. All eight of the items
employed for the assessment of leadership personality exhibited scores surpassing the
established threshold of 3.41. This observation suggests that all the propositions were
unanimously endorsed by the participants and hold considerable statistical significance.
The constructs of need for achievement (MS = 4.4), need for affiliation (MS = 4.1), and need
for power (MS = 4.2) were employed as the indicators for assessing leadership motivation.
The average scores of the items demonstrate a notable level of significance and a substantial
degree of consensus among the participants. The observed significance of these variables
as potential sources of leadership energy, as indicated by the responses provided by the
research participants, implies that leadership energy could potentially be derived from the
amalgamation of these variables. The findings additionally indicate that a leader’s capacity
to respond to circumstances, comprehend the necessity for assertiveness, prioritize attitude
cultivation and supportiveness, and grasp the importance of achievement would contribute
to the internal mechanism necessary for the leader’s manifestation of leadership energy.

4.1. Leadership Effectiveness and Competence Generated and Sustained by Leadership Energy

The relevance and significance of leadership effectiveness and competence, as gener-
ated and sustained by leadership energy, were established through the utilization of the
mean item score. The data presented in Figure 4 indicate that the participants expressed a
consensus regarding the measurement of leadership effectiveness and competence. This is
evident from the mean item scores, which consistently exceed 3.41. The measurement of
leadership effectiveness was conducted by assessing goal achievement (MS = 3.7), resource
optimization (MS = 3.5), vision casting (MS = 3.5), employee development (MS = 3.4), orga-
nizational development (MS = 3.6), and image creation (MS = 3.4). Utilizing a threshold of
3.41 as the cut-off point for attaining a high level of significance, it was determined that all
the items under investigation exhibited a high level of statistical significance.
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The findings indicate a potential correlation between leaders’ motivation to attain
objectives, enhance the organization, cultivate followers, and optimize resources and their
internal capacity and personal resilience, which emanates through their leadership energy.
According to Figure 4, it is evident that the quantification of leadership competence can
be effectively accomplished through the utilization of a set of sixteen distinct items. This
confirmation was derived from the observation that the average scores of their items fall
within the threshold for items of great significance. The findings suggest that the aptitude,
attributes, and capabilities of leaders are derived and maintained through their internal
capacity and personal fortitude, which emanate from their leadership energy.

4.2. Testing the Leadership Energy Theory for Sustaining Leadership Effectiveness and Competence

Figure 5 illustrates the structural equation model pertaining to the leadership en-
ergy theory. The depicted model illustrates a correlation among various factors related
to leadership energy, including leadership orientation (Lor), leadership experience (Ler),
leadership development (Lde), leadership personality (Lpe), and leadership motivation
(Lmo). These factors collectively contribute to overall leadership energy (Len), which in
turn influences leadership competence (Lco) and leadership effectiveness (Lef). Ultimately,
sustained leadership effectiveness and competence (Sec) are outcomes influenced by the
aforementioned factors and their interplay within the model. The analysis conducted
utilizing structural equation modelling (SEM) aimed to ascertain a definitive and statisti-
cally significant correlation between the variables as follows: Lor->Len (H1a), Ler->Len
(H1b), Lde->Len (H1c), Lpe->Len (H1d), Lmo->Len (H1e), Len->Lef (H2a), Len->Lco (H2b),
Lef->Sec (H3a), and Lco->Sec (H3b). As evidenced by the data presented in Table 1 and
Figure 6, the parameter estimates exhibit a satisfactory level of explanatory power, while
the structural equation model demonstrates a reasonable degree of predictive capability,
thereby indicating an acceptable level of validity. The estimated parameters indicate a ro-
bust and statistically significant association between Lmo and Len (r = 0.9859645625953727;
z = 9.693572089858704 × 10−4), as well as between Lef and Sec (r = 0.17563485530825906;
z = 0.002057880435197908).
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The experimental findings indicate that all of the proposed hypotheses have been
validated through the conducted test, as all of the pathways within the structural equation
model align with the anticipated positive direction, as hypothesized. The findings indicate
a strong correlation between leadership motivation (r = 0.9859645625953727), leadership
personality (r = 0.9584608316260745), and leadership orientation (r = 0.8058124638136319)
and leadership energy. This observation suggests a clear causal relationship, suggesting
that the motivation, personality, and orientation of a leader have a greater impact on
the generation of leadership energy. Furthermore, this suggests that the level of lead-
ership energy can be substantially regulated by these variables. In the examination of
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the relationship between leadership effectiveness, leadership competence, and sustained
leadership effectiveness and competence, the findings indicate that leadership competence
(r = 0.4283838178366463975) exhibits a greater influence on the perpetuation of leadership
effectiveness and competence due to its stronger correlation. This phenomenon may be
attributed to the superior attributes exhibited by leadership effectiveness in contrast to
leadership competence. The fit indices presented in Table 1 indicate that the structural
equation model demonstrates acceptability and provides supportive evidence for the theory
of leadership energy.

5. Discussion

The results of this study indicate that the manifestation of leadership energy is con-
tingent upon various factors, including leadership orientation, experience, development,
personality traits, and motivation [22,24–26,30,32]. The results additionally unveiled that
the motivation, personality, and orientation of leaders exert a more significant influence on
the generation of leadership energy. The considerable importance of leadership orientation
in the generation of leadership energy may stem from the fact that orientation is a cognitive
process encompassing temporal, spatial, and personal awareness. The existence of purpose
and vision within a leader’s framework facilitates their ability to establish connections
with phenomena from an introspective standpoint. In order to foster a positive culture and
establish a competitive environment, it is imperative for leaders to undergo orientation.
This orientation enables leaders to effectively cultivate an atmosphere in which employees
perceive themselves as esteemed, respected, heard, and provided with avenues to make
meaningful contributions [25]. The elevated significance of leadership personality in the
generation of leadership energy may be attributed to the fact that personality exerts a com-
pelling influence on the automatic or innate inclinations exhibited within a given situation.
It facilitates the enhanced communication capabilities of a leader, enables them to evalu-
ate the requirements of others, and facilitates the establishment of fruitful interpersonal
connections.

Personality is a significant factor that influences workplace behaviour as it is ob-
served that the cognitive processes, emotional experiences, and behavioural tendencies
exhibited by leaders have a profound impact on various facets of the work environment.
The personalities of leaders exert a significant influence on their behavioural patterns
within groups, their attitudes, and their decision-making processes. In order to optimize
workplace outcomes, mitigate stress and conflicts, and foster a positive outlook among
workers, it is imperative for a proficient leader to conduct a comprehensive assessment of
the aptitudes and limitations exhibited by each member of the team [30]. The absence of
personality traits may lead leaders to exhibit a propensity for perceiving challenges in every
circumstance, engaging in the act of critiquing individuals in their vicinity, experiencing
difficulties in accurately assessing situations, and encountering obstacles in identifying
suitable resolutions. In the absence of a clearly defined leadership persona, individuals
in positions of leadership may encounter challenges in their long-term viability and in
specific circumstances. The empirical evidence indicates that the motivation to lead is a
fundamental determinant of the energy exerted by individuals in leadership positions. This
phenomenon may be attributed to the multitude of advantages it offers, which effectively
support the attainment of effective leadership. Leaders bear a significant obligation to culti-
vate motivation, a crucial element that frequently underpins their own personal fortitude
and intrinsic impetus.

Motivation is an essential component that plays a pivotal role in the attainment of
sustained success over an extended period of time. Leaders who are motivated are more
inclined to exhibit the capacity to formulate a vision and effectively stimulate those under
their guidance to attain it. Motivation is a cognitive attribute that facilitates individuals
in establishing and attaining goal-directed objectives. It exerts a motivational force upon
an individual, compelling them to exert diligent effort in the pursuit of their objectives.
The significance of leadership motivation in the cultivation of leadership energy cannot
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be overstated, as it facilitates the alteration of behavioural patterns, the enhancement
of skill sets, the fostering of creativity, the establishment of objectives, the cultivation of
personal interests, the formulation of strategic plans, the honing of talents, and the am-
plification of engagement levels. A fundamental element of effective leadership entails
the ability to inspire individuals to attain shared objectives [35]. Leaders who possess
intrinsic motivation tend to exhibit an enhanced proficiency in this endeavour. Motivated
leaders frequently exhibit a fervent dedication to their professional endeavours, thereby
establishing a paradigm that fosters comparable motivation among their subordinates,
thereby propelling them towards enhanced performance. A leader who exhibits a high
degree of motivational radiation has the potential to foster positive morale and stimulate
optimal performance among employees. When individuals experience a state of motivation
within their professional endeavours, they tend to exhibit elevated levels of psychological
well-being, as well as positivity and optimism. This phenomenon can potentially engender
enhanced internal aptitude and individual fortitude, as individuals may exhibit a height-
ened propensity for achieving desired outcomes, manifest an increased openness to novel
concepts, demonstrate a greater inclination towards embracing uncertainty, and display a
heightened capacity for adapting to dynamic circumstances. The presence of leadership
motivation has been observed to facilitate the proficient transmission of a leader’s vision,
thereby fostering the acquisition of backing from individuals within their team. This phe-
nomenon facilitates the enhancement of adaptability and resilience among leaders and their
respective adherents, thereby conferring potential advantages during periods characterized
by alterations and challenging circumstances.

The establishment of leadership development and experience has been identified
as a significant contributing factor in the generation of leadership energy. Leadership
development is a perpetual procedure involving the systematic instruction, enhancement,
and refinement of leaders’ aptitudes, thereby enabling them to function more effectively
as a cohesive unit, propel organizational efficacy, and guarantee enduring viability. This
statement suggests that the implementation of leadership development initiatives enables
leaders to exert influence over the culture and strategy of their respective organizations,
thereby facilitating the long-term maintenance of organizational performance. This implies
that the process of leadership development equips individuals in positions of leadership
with the necessary skills and knowledge to effectively navigate and address the forthcoming
responsibilities and obstacles associated with leadership, both in the present and in the
future. In this context, the resilience of individuals is significantly amplified, thereby
endowing them with an inherent capacity and personal fortitude to assume leadership
roles within a tumultuous and transformative global landscape. Another significant aspect
of leadership development in the generation of leadership energy may stem from its
continuous nature, which perpetually enhances the leaders’ aptitude and erudition, thereby
enabling them to sustain their competence and efficacy within their leadership capacity.

The empirical evidence elucidated that the acquisition of leadership experience posi-
tively correlates with the augmentation of leadership energy. The probable explanation for
this phenomenon may stem from the fact that through successive instances of assuming
leadership roles, individuals not only acquire valuable competencies, but also cultivate
a sense of self-assurance in their ability to collaborate with others in overcoming diverse
challenges. This observation suggests that the development of resilience in leaders is not
an inherent trait, but rather a gradual process influenced by a multitude of personal and
professional encounters over an extended period of time. Leadership experiences facilitate
the acquisition of knowledge and the discovery of novel perspectives by individuals in
positions of leadership. It facilitates the individuals in effectively navigating their present
challenges and actively moulds their future trajectory by instilling a heightened sense of
awareness and intentionality in seeking out opportunities for leadership advancement
and personal growth [22]. In this manner, individuals direct their attention towards the
cultivation of fundamental leadership aptitude, a necessary attribute in all professional
pursuits, circumstances, and capacities. The findings of this study additionally propose
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that leaders who exhibit resilience may acquire such resilience through experiential means.
Leadership experience acquired through assuming leadership positions facilitates the hon-
ing of leadership aptitudes, identification of personal strengths, and exploration of optimal
leadership approaches across diverse circumstances.

5.1. Leadership Effectiveness and Competence Generated and Sustained by Leadership Energy

The results indicate that the various components of leadership effectiveness and com-
petence can be significantly produced and maintained through the utilization of leadership
energy. The results, however, indicate that leadership energy has the potential to generate
and sustain critical thinking, organizational commitment, the ability to take initiative, and
the ability to adapt, which are key factors for efficacy and proficiency [17,19,20,34]. The
cultivation of critical thinking skills is an indispensable attribute for effective leadership,
without a doubt. The application of critical thinking enables leaders to transcend the
limitations imposed by assumptions and biases, thereby enhancing the efficacy of decision-
making processes. Through the cultivation of their cognitive abilities, leaders engage in
proactive measures to enhance their cognitive processes and optimize the strategic choices
they make, thereby bolstering the overall standing of their organization. The application
of critical thinking enhances the probability of favourable outcomes as it is characterized
by logical reasoning, deliberate intentionality, and a focus on achieving specific objectives.
It facilitates the ability of leaders to generate well-informed and pertinent deductions,
resolve issues, compute probabilities, and engage in problem-solving endeavours with
lucidity, rationality, and a methodical methodology [20]. The application of critical thinking
skills empowers individuals in leadership positions across all levels to comprehend the
ramifications of their choices for the entirety of the business. This practise guarantees that
their decisions are in accordance with the objectives of the organization and that they are
held responsible for the outcomes they produce.

Organizational commitment facilitates the perseverance of leaders in adhering to
their objectives amidst favourable and unfavourable circumstances. Effective leaders
demonstrate a steadfast dedication to the achievement of their organization’s objectives
and the well-being of its personnel [17]. The individuals exhibit unwavering dedication
towards the organization’s overarching objectives, demonstrating resilience in the face
of transient obstacles without succumbing to discouragement. When confronted with an
obstacle, proficient leaders possess the ability to perceive beyond the hindrances impeding
their progress towards a shared objective. As evidenced by empirical observations, the
capacity to exhibit proactive behaviour is an indispensable trait in the realm of leadership,
as it enables efficacious leaders to abstain from passively awaiting instructions or guidance
regarding their course of action. The individuals under consideration exhibit cognitive
agility and promptly execute suitable measures. The capacity to exhibit initiative enables
leaders to adopt a proactive stance rather than a reactive one. It additionally manifests as
flexibility, confidence, and courage. This phenomenon can be attributed to the manifestation
of initiative, which serves as an indicator of confidence, an elevated self-esteem, and a
propensity to work hard. Engaging in proactive behaviour entails the establishment of
objectives, their successful attainment, and the autonomous execution of assigned duties.

The results additionally revealed that the capacity to adapt is a fundamental charac-
teristic of efficacious leaders and is intricately connected to leadership energy. This phe-
nomenon may arise due to the observation that, in the context of leadership, adaptability
pertains to the possession of readily available cognitive frameworks, thereby empowering
leaders to dynamically shift and engage in experimental approaches in response to chang-
ing circumstances [20,34]. The possession of an elastic cognitive approach enables leaders
to employ diverse cognitive strategies, leadership modalities, and mental frameworks.
Leaders who possess adaptability exhibit a cognitive orientation wherein they perceive
inherent value in the presence of challenges as opposed to evading or avoiding said chal-
lenges. Instead, individuals confront challenges directly, as they know that substantial
knowledge can be acquired through the examination of errors and impediments.
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5.2. Leadership Energy Theory for Sustaining Leadership Effectiveness and Competence

This study’s findings have successfully validated all three of the hypotheses that
encompass the leadership energy theory (see Figure 6 for an illustration of the theory).

The empirical verification of the hypotheses suggests that leaders obtain their effective-
ness and competence through the utilization of leadership energy. The hypotheses that have
been validated also suggest that the ongoing and consistent competence and effectiveness
of leaders are directly dependent on their level of effectiveness and competence, which
can be derived from their level of leadership energy. The aforementioned statement posits
that the energy level exhibited by an individual in a leadership role directly influences
their level of effectiveness and competence in said role. Hence, it is imperative to uphold a
consistent level of energy in leadership, as an uninterrupted stream of leadership efficacy is
crucial for fostering a clarity in one’s objectives and inspiring and directing the organization
towards the attainment of its mission.

In the absence of a guiding figure to elucidate the overarching vision and delineate
the requisite actions for its attainment, the realization of said vision is likely to be arduous.
In the absence of a proficient leader who can effectively channel individual endeavours
towards a shared objective, the mere presence of talents and capabilities within an orga-
nization does not ensure triumph, rendering all other resources ineffective. An optimal
manifestation of leadership ensures the provision of mentorship, accountability, and the
judicious allocation of responsibilities. The findings of the study additionally underscore
the significance of leadership energy in relation to leadership competence. Leadership
competence can be defined as a comprehensive amalgamation of knowledge, skills, abilities,
and behaviours that, when synergistically integrated, culminate in the manifestation of an
efficacious leader. This implies that competence in leadership plays a role in enhancing
the effectiveness of leadership by endowing leaders with the necessary vigour to motivate
individuals in their vicinity and augment the worth of their organization. The ascertainable,
quantifiable, consistent, and lucid manifestation of a leader’s efficacy is facilitated by their
aptitude for leadership. Leadership competence can be succinctly characterized as the
delineation of the requisite leadership attributes and the comprehensive portrayal of the
efficacious leader’s profile.

Due to the observed correlation between leadership competence and effectiveness, it is
imperative to maintain these qualities in order to ensure optimal outcomes. As indicated by
the findings of this study, it is evident that the leadership of an organization must not only
achieve success in the present but also sustain perpetual success in order to maintain control
and thrive. However, the maintenance of leadership efficacy in organizational performance
across temporal intervals and under various circumstances presents a formidable challenge.
Nevertheless, by maintaining a consistent influx of leadership energy, the enduring viability
of leadership efficacy is ensured. Sustained leadership competence and effectiveness, driven
by leadership energy, are imperative as leaders consistently face pressure stemming from
workplace disruptions and the swift pace of business transformations. Furthermore, the
intricate and multifaceted nature of contemporary business necessitates the unwavering
presence of leadership competence and effectiveness. The observed inclination towards an
increased utilization of remote and geographically separated work arrangements, coupled
with the subsequent outcome of overseeing a team from a distance, spanning multiple
locations and time zones, poses a distinct challenge for leaders in maintaining a consistent
state of operational efficiency and proficiency. The rapid progression of technology and the
increasing diversity within organizations have presented a significant leadership quandary.
Leaders are now required to adapt to constant change while maintaining their competence
and effectiveness across various scenarios. In the current state, it has become increasingly
unfeasible for leaders to regard competence and effectiveness as sporadic occurrences. In
order to fully realize their leadership potential, it is imperative that individuals enhance
their efficiency. This entails perceiving improvement as the prevailing standard, embracing
disruption as a chance for growth, regarding learning as an inherent entitlement, nurturing



Merits 2024, 4 207

skills and personal development, and recognizing competence as an ongoing and perpetual
endeavour.

6. Conclusions

The manifestation of leadership energy, which encompasses inherent aptitude and
individual fortitude, is derived from factors such as orientation, experience, development,
personality, and motivation, as demonstrated by leaders. The generation and maintenance
of leadership energy is instrumental in facilitating the efficacy and proficiency of leaders,
primarily through the utilization of cognitive processes such as analytical reasoning, an un-
wavering dedication to the organization, a proclivity for proactive action, and adeptness in
adapting to dynamic circumstances. The study’s findings indicate that in order to maintain
sustainable leadership competence and effectiveness, it is imperative for leaders to foster a
culture that prioritises effectiveness and competence. This entails integrating leadership
competence with a culture that embraces effective leadership practises, thereby optimizing
effectiveness, enhancing organizational resilience, fostering a drive to surpass existing
capabilities and expectations, and ensuring organizational adaptability and preparedness
for future challenges. The inevitability of change and challenges necessitates that leaders
possess the ability to effectively adapt to altering circumstances. This adaptability is crucial
in order to cultivate resilience and successfully navigate unforeseen and arduous situations
that may arise as a result of these transformations.

Leadership should prioritize the assessment of effectiveness and competence, with a
greater emphasis on maintaining these qualities. This is imperative due to the perpetual
obligation of leaders to fulfil their responsibilities, enhance their leadership aptitude, and
confront novel challenges. By consistently evaluating their effectiveness and competence,
leaders can ensure they are meeting the needs of their team and organisation. This ongoing
assessment allows leaders to make necessary adjustments to their approach and decision
making, ultimately leading to improved outcomes and success. Additionally, prioritising
these qualities helps leaders build trust and credibility with their team, fostering a positive
and productive work environment. For example, a leader who regularly seeks feedback
from employees and stakeholders can identify areas for improvement in their leadership
style and make necessary changes to better support their team. By demonstrating a
willingness to adapt and grow, the leader can inspire confidence in their ability to lead
effectively, ultimately driving the success of the organisation as a whole.

Through the consistent demonstration of effective leadership and the display of com-
petence, leaders would perceive challenges as valuable opportunities rather than avoiding
conflict. When leaders have the knowledge and skills to maintain efficacy and proficiency,
they will gain comprehension of heterogeneous cognitive processes and exhibit a willing-
ness to venture beyond their accustomed boundaries. As a result, leaders will be better
equipped to navigate complex and unpredictable situations, making informed decisions
that benefit the organisation and its stakeholders. By embracing a growth mindset and
continually seeking to improve themselves, leaders can foster a culture of innovation and
continuous learning within their organisation. In doing so, they will not only inspire their
team members to reach their full potential, but they will also drive the organisation’s long-
term success and sustainability. For example, a leader who embraces a growth mindset
may encourage team members to participate in cross-functional projects, allowing them
to gain new skills and perspectives. This can lead to increased collaboration, creativity,
and problem-solving abilities within the organisation, ultimately driving innovation and
growth.

Through the maintenance of sustained leadership effectiveness and competence, de-
rived from the acquisition and utilisation of leadership energy, leaders cultivate a state of
resiliency that enables them to flourish amidst the presence of change and uncertainty. By
fostering a culture of continuous learning and development, a growth-minded leader can
empower their team to adapt and thrive in an ever-evolving business environment. Adapt-
ability and resilience not only benefit the team but also contribute to the overall success and
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sustainability of the organisation. As a result, the organisation is better equipped to navi-
gate challenges and seize opportunities for growth and advancement. Ultimately, a growth
mindset not only enhances individual and team performance but also fosters a culture of
innovation and progress that propels the organisation forward. Furthermore, this resiliency
will empower leaders to proactively address challenging circumstances and effectively
navigate conflicts in a constructive manner. In doing so, leaders will inspire confidence
and trust among their team members, fostering a culture of innovation and growth within
the organisation. This positive and forward-thinking environment encourages employees
to take risks, think creatively, and continuously improve upon existing processes. As a
result, the organisation will be able to adapt more easily to changing market conditions
and emerging trends, staying ahead of the competition. By embracing a growth mindset
and fostering a culture of innovation, the organisation sets itself up for long-term success
and sustainable growth.

7. Limitations and Future Studies

The present investigation exhibits a number of constraints that could potentially be
rectified in subsequent research endeavours. The data analysis was exclusively predicated
on the responses provided by the research participants and was not amalgamated with
other data sources derived from objective measurement. It would also be advantageous to
replicate the study’s findings using larger sample sizes and conducting studies in diverse
cultural or geographical contexts. The investigation of the potential impact of leadership
intelligence on the generation and maintenance of leadership energy warrants further
exploration. Furthermore, it is imperative to investigate the impact of diversity and the
calibre of leadership experience on the efficacy and proficiency of leadership. Individuals
exhibit unique variations in their repertoire of experiences, which in turn impart distinct
knowledge and insights. Moreover, specific developmental experiences hold varying
degrees of significance relative to others. Given the inherent variability in individuals’
personalities and other traits, ascertaining the likelihood of an individual’s acquisition of
knowledge from a particular experience, as well as the uniformity of learning outcomes
among individuals with distinct personalities exposed to the same experience, proves to be
a challenging endeavour. An investigation into how developmental experiences contribute
to the enhancement of leadership energy is warranted.
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