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ABSTRACT

Effective leadership development in social organizations is key to emhance the
organization's capacity to respond to social challenges. Responsive, adaptive and
inclusive leadership helps social organizations to deal with dynamic social change. This
involves continuous training, member empowerment, and collaborative team
management. The utilization of technology and social networks is an important
element in supporting leadership effectiveness. Continuous evaluation is also needed
to assess progress and ensure that leadership development strategies remain relevant.
By strengthening leadership capacity, social organizations can be more efficient in
dealing with social problems and providing appropriate solutions. Social organizations
need to develop leadership that is not only competent, but also visionary, capable of
leading the organization towards better and fairer changes.

Technology,
Collaboration.

INTRODUCTION

Leadership development in social organizations plays
a very important role in enhancing the capacity and
effectiveness of these organizations. From a social
perspective, leadership is not just about making
decisions or leading a team, but more than that, it is
about how leaders can build collective awareness,
provide clear direction, and mobilize all members of the
organization to achieve common goals. As an integral
part of social development, these organizations need a
leadership development strategy that is able to address
current and future challenges. In many cases, while
social organizations aim to achieve society well-being,
they often face difficulties in developing leadership
capacity that can adapt quickly to social change and
society needs (Mthembu, 2009).

Effective leadership in social organizations is also
closely related to the ability to build strong relationships
among members, as well as the ability to manage
existing social dynamics (Humphries & Howard, 2014).
Existing leadership theories offer a variety of models and
approaches, but their application in social organizations
is often more complex (Robinson & Judge, 2007). More
targeted and structured leadership development can be
key in strengthening the role of social organizations in
realizing their mission (Gotsdanker, 2018). In this regard,

an in-depth understanding of the different leadership
development strategies that suit the characteristics and
goals of social organizations is important.

In practice, while many social organizations in
Indonesia have adopted various leadership
development methods, there is still a lack of
implementation of appropriate strategies. In many
regions, social organizations still face major
challenges in identifying and developing leaders
who have the capacity to adapt to the rapid changes
occurring in society (Shier & Handy, 2020; Ernawati
et al., 2020). Often, social organizations are stuck in
old routines and mindsets that do not support
leadership renewal, while society needs continue to
evolve (Adams, 2010; Kanter, 2020). It is important to
dig deeper into how effective leadership
development can be done to strengthen the capacity
of social organization.

A more specific problem arises when social
organizations often lack adequate resources to
implement leadership development programs. While
there is great potential, many social organizations
struggle to allocate sufficient time and budget for
leadership training or capacity building. This is
exacerbated by the lack of structural support within the
organization that encourages leaders to further develop.
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For this reason, it is crucial to find out how
appropriate strategies can be implemented to
maximize leadership potential in social organizations
considering resource limitations.

The main problem faced by social organizations in
leadership development is the mismatch between the
strategies implemented and the conditions on the
ground. Many social organizations try to apply
successful leadership models in other sectors, without
considering the social context and specific needs of their
organization (Jackson et al., 2018). This often leads to
failure in achieving organizational goals because they are
unable to respond to the dynamics of a very diverse
society. Another issue is the lack of attention to internal
leadership capacity building in social organizations,
which often results in stagnation in the quality of leaders.

Lack of adequate training is also a major problem
in leadership development. Existing training programs
are often not comprehensive enough or do not match
the real needs of social organizations so that the
capabilities of leaders do not develop along with the
challenges and changes that occur. The sustainability of
leadership development is also hampered by the lack of
clear support structures in social organizations, such as
policies that do not support systematic and sustainable
leadership development initiatives.

The limited budgets and resources that many
social organizations have exacerbate this problem.
When social organizations struggle with limited
budgets, leadership development becomes a priority
that is often overlooked. Without sufficient resources
to support development programs, leadership in
social organizations remains stagnant, affecting the
effectiveness of the organization itself (Allen, 2009).
Existing regulations, while covering some aspects,
still do not pay enough attention to leadership
empowerment in social organizations, leaving many
organizations struggling to enhance their capacity.

The importance of studying leadership
development in social organizations cannot be
underestimated, given the growing role of social
organizations in building a more just and prosperous.
Social organizations are often at the forefront of
addressing social issues that the government or private
sector cannot reach (Gerencser et al., 2008). With the
enhancing complexity of existing social problems, the
need for leaders who are able to manage various
challenges effectively is becoming more urgent.
Appropriate leadership development can have a direct
impact on enhancing the capacity of social organizations
in responding to society needs, as well as strengthening
their contribution to social development. Organizations
can improve program quality, expand reach, strengthen
cooperation networks, and optimize the use of resources.
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Through in-depth study, leadership development
in social organizations can be viewed as a long-term
investment that will strengthen the role of the
organization. Building leadership capacity in line with
social needs will not only improve the operational
efficiency of social organizations, but also strengthen
the legitimacy and sustainability of the organizationin
the long term. Research on effective leadership
development strategies is important to provide a
foundation for policies that can enhance the capacity
of social organizations in Indonesia.

This research aims to identify and analyze
effective leadership development strategies in social
organizations, and evaluate how these strategies can
enhance the capacity of social organizations to
respond more responsively to social challenges. The
main contribution of this research is to provide a
deeper understanding of the importance of
leadership  development in enhancing the
effectiveness of social organizations, as well as
providing relevant recommendations for social
organization managers to design policies that
support sustainable leadership development.

RESEARCH METHOD

The research method used in this study is a literature
study approach that aims to analyze and explore
relevant concepts and theories regarding leadership
development in social organizations. This approach
focuses on collecting, evaluating, and synthesizing
various literatures that include scientific journals,
books, and policy documents related to the topic
(Mardikaningsih & Darmawan, 2013). The literature
study enabled the researcher to identify current
trends, best approaches, and practices that have been
implemented in leadership development, as well as
challenges faced by social organizations. This
method provides an opportunity to review and
analyze relevant literature in depth to build a strong
theoretical foundation to understand how leadership
development strategies can enhance the capacity of
social organizations (Creswell, 2014).

This literature study was conducted by reviewing
various relevant sources, including theories of
leadership that have been developed, as well as the
experience of social organizations in implementing
sustainable leadership models. The data obtained from
this literature study was then analyzed to look for gaps
between existing theory and practice, as well as to
identify strategies that can be applied for effective
leadership development in social organizations. This
method enabled the researcher to gain a comprehensive
understanding of the different approaches used in
leadership development in social contexts (Flick, 2009).
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RESULT AND DISCUSSION

Effective  leadership  development in  social
organizations has a direct impact on the organization's
capacity to face social challenges. In social

organizations, leadership not only functions as a
director, but also as a driver of change that can enhance
responsiveness to evolving social dynamics (Sofo et al.,
2013). Social organizations operate in an environment
full of uncertainty and change, both structural and
cultural. An effective leadership development strategy
must emphasize enhancing the ability of leaders to
adapt, innovate, and provide appropriate solutions to
the problems faced by the societies they serve. In this
case, leadership development serves to create leaders
who are not only competent, but also visionary and
have high social sensitivity (Bass, 2008).

One strategy that has proven effective is
continuous training that focuses on relevant
leadership skills related to changing social conditions.
Leaders of social organizations need to have extensive
knowledge of current social issues, such as social
inequality, poverty, and gender injustice, as well as
the ability to respond to these issues dynamically
(Gairin & Rodriguez-Gémez, 2014). Through
structured training programs, leaders can be
equipped with the tools and knowledge to make
better decisions in the more complex social context
(Uhl-Bien etal., 2007). A strong understanding of these
societal issues is essential to ensure that leaders can
formulate policies and take decisions that are relevant
to the challenges facing the society (Ramseur, 2018).
Such training not only provides leadership theory, but
also involves simulations and case studies that reflect
real social challenges. Thus, it not only enhances
technical skills, but also builds the character and
integrity of social leaders that are indispensable in
facing challenges in the field (Mumford et al., 2000).

Leadership development in social organizations
should involve building strong and collaborative
teams. Effective leaders not only lead individually, but
are also able to direct their teams to work with synergy
in dealing with complex social problems (Zaccaro et al.,
2008; Magnusen & Perrewé, 2016). Good team building
will enhance the efficiency and effectiveness of the
organization in responding to social changes that occur
(Edmondson, 2012). In this case, a good leader must
develop communication, empowerment, and
motivation skills within the team. A well-established
collaboration between leaders and team members will
result in more innovative and responsive solutions to
existing social problems (Marco, 2018). Leadership
development should include aspects oriented towards
strengthening teamwork and building a work climate
conducive to creativity and innovation (Bennis, 2003).
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It is important to create a transparent and
sustainable evaluation system in the leadership
development process. Without clear evaluation, it is
difficult to know the extent to which leadership
development strategies have succeeded in enhancing
the capacity of social organizations to respond to social
challenges (Bryson, 2018). Regularly conducted
evaluations can provide a deeper understanding of the
strengths and weaknesses of the strategies
implemented, as well as provide needed feedback for
continuous improvement (Medina-Borja & Triantis,
2007; Carman, 2011). It also serves to identify potential
leaders within the organization who can be further
nurtured for higher positions, taking into account
relevant criteria such as social vision, managerial skills,
and the ability to work in a challenging environment.

In sustainable leadership development, there needs
to be special attention to the aspect of empowering
organizational members. Empowerment in social
organizations is not only limited to leaders, but
should also include every member in the
organization (Hardina et al, 2006). Empowered
members will feel more involved and have a sense of
responsibility towards the organization's goals,
which  further enhances the organization's
effectiveness in responding to social challenges (Yukl &
Becker, 2006). A good leadership development strategy
should create space for members to actively participate
in decision-making, as well as provide them with
opportunities to develop needed skills and knowledge
to deal with social issues (Mardikaningsih, 2016; Lestari
& Mardikaningsih, 2020). This empowerment creates
an inclusive environment, where every individual feels
valued and motivated to make their best contribution
in achieving organizational goals.

Effective leadership development strategies must
address the challenge of limited resources (Northouse,
2007). Social organizations often operate with limited
budgets, which makes leadership development often
hampered by limited funds. When funds are limited,
resources are often prioritized to focus on basic
operations, while leadership development becomes a
secondary activity that receives less attention
(Fredericksen & London, 2000; Allen et al., 2018). To
overcome this, it is important for social organizations to
seek external resources, such as grants, cooperation with
educational institutions, and partnerships with the
private sector, which can support the implementation of
leadership development programs (Hersey &
Blanchard, 2007). Social organizations can utilize
technology to reduce training costs and enhance the
reach of leadership development, such as through online
training or webinars that can be accessed by leaders and
members in different locations (Carter et al.,, 2012).
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Leadership development in social organizations
should also consider the importance of change
management. In a changing world, leaders of social
organizations must be able to manage change
effectively, both internal and external changes (Yukl,
2008). The ability to adapt to change is one of the
important qualities that leaders must possess (Hopen,
2010). Effective change management requires not only
the right strategy, but also a deep understanding of the
dynamics of the organization and the people it serves.
Leadership development strategies should include
training on change management, which involves
understanding how to motivate teams and societies to
accept and adapt to needed changes in the organization
(Harris & Cole, 2007). This process should be done with
a sensitive and inclusive approach, so that no one feels
excluded or marginalized by the changes made.

The role of technology in supporting leadership
development is also becoming more significant.
Information and communication technologies can assist
leaders in accessing up-to-date information,
collaborating with peers from different regions, and
managing organizations in a more efficient manner
(Hickman & Akdere, 2018). This information is an
important asset for leaders in making strategic and data-
driven decisions. The use of digital platforms for
training, distance learning, and discussion and
collaboration forums can enhance leaders' capacity to
address social challenges (Kotter, 1996). Through
technology, leaders of social organizations can more
easily expand the reach of their social impact and
respond quickly to changes in the society.

The importance of building strong social networks
cannot be ignored in leadership development. Effective
leaders in social organizations not only lead within the
internal scope of the organization, but must also have
the ability to build relationships and cooperation with
various external parties. Extensive social networks,
which include the public, private and society sectors,
allow organizations to more easily obtain support, be it
in the form of resources, information or political
influence that can support their activities. Through
these networks, social organizations can expand their
capacity to respond to social challenges and ensure
the sustainability of their programs.

Finally, to enhance the capacity of social
organizations to respond to social challenges,
effective leadership development must incorporate
all the aspects discussed earlier. These include
strengthening leaders' skills in dealing with social
challenges, collaborative team building, continuous
evaluation, empowering organizational members,
and utilizing technology and social networks. All
these elements must be managed appropriately,
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given that social organizations operate in a highly
dynamic and challenging environment. In this case,
effective leadership will be key in ensuring the success
of social organizations in responding to social issues
and creating significant change in the society.

CONCLUSION

Effective leadership development in social
organizations is a crucial factor in enhancing the
organization's capacity to respond to social
challenges. Leadership is not only about the ability to
direct and manage an organization, but also about
the ability to understand complex social realities and
formulate relevant strategies to respond to them.
Adaptive, visionary and inclusive leadership,
supported by continuous training and member
empowerment, enables social organizations to deal
with rapid and dynamic social change. Through
effective development approaches that include skills
enhancement, team building, and the use of
technology and social networks, social organizations
can strengthen their capacity to provide appropriate
solutions to social problems in the society.

The implications of effective leadership
development are significant for the sustainability
and effectiveness of social organizations in
responding to social challenges. Organizations led
by individuals with good leadership skills will be
better able to organize, mobilize resources, and
establish supportive external relationships. A
competent leader is able to strategize, set a clear
vision, and inspire team members to work
collaboratively towards a common goal. This will
further strengthen the organization's resilience and
responsiveness to complex and often rapidly
changing social issues. Leadership development
efforts not only provide short-term benefits, but also
strengthen the organization's position in the long
term, ensuring that it remains relevant and effective
in carrying out its mission.

The suggestion is that it is important for social
organizations to invest more in sustainable
leadership development programs, and adapt
training and evaluation to changing social dynamics.
Enhancing collaboration between CSOs and other
sectors, including the education, government and
private sectors, will strengthen the capacity of
organizations to respond to social challenges. The
use of technology to support training and learning
should also be maximized to make leadership
development more efficient and reach more
individuals in the organization. With this
comprehensive approach, social organizations can
face the challenges more effectively and sustainably.
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