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It is time for the traditional standards and
safeguards of the past to fall aside, so
forthcoming generations of museologists can
establish creative footholds for steps into the
future. There is a need to break down the
boundaries that define special areas in
museums. This transformational necessity
promotes added requirements and
responsibilities for institutional leaders.
Effective leaders must initiate and foster
change and innovation. Whatever form the
change may take, the leader's ability to
manage the situation is critical to achieving
the institutional vision, and it may be equally
important to the success and survival of the
organization. ?* In addressing the inconsistent
nature of conditions currently influencing
museums, leaders must have the ability to
make realistic appraisals of the prevailing
situation, as well as make appropriate and
often immediate decisions. Because of the
seemingly uncontrolled variation in external
influences on institutional goals, action or
reaction should not compromise the vision,
identity, or values associated with the
museums.

Non-traditional relationships and structures
may be required to accomplish the goals of
the museum. The successful leader must put
aside hierarchic roles to achieve goals and
objectives. The strength of the leader, as well
as the museum, may rest on the ability to
adapt (flexibility and creativity) to changing
social, financial, and professional needs.

The issue for the heritage community is not
if improved leadership is needed, but how to
fulfil that need without endangering the
requirements of public trust while attending to
the expectations of public service. At the
same time, it is likely that the heritage entities
of the future will have a wider scope of public
interaction, redefined collection and research
purpose, and expanded technological base.
The prospects for the heritage institutions of
the future are both exciting and disconcerting.
The possibilities are great. One view is a
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heritage community with numerous
institutions addressing issues from their
individual perspectives and the other view is
one of sameness with every institution acting
and re-acting according to a prescribed
formula of “museological correctness.”

Efforts have been made to identify
intellectual and emotional attributes that link
human behaviour to leadership
characteristics and to establish a basis for
selecting competent and motivated leaders.
Motives such as drive, that may be defined as
ambition or passion, as well as integrity, self-
confidence, intelligence, originality, flexibility
and a small measure of charisma are related
to effective leadership. 2 However, a person
with these traits must continue to work toward
success and improvement. Museum leaders
are the agents of diffusion and change that
move in socially and professionally
proscribed circles. The level of institutional
influence is affected by the relative advantage
and mobility of the circle in which those
individuals move.

Nothing in the world can take the place of
persistence. Talent will not; nothing is more
common than unsuccessful men [and
women] with great talent. Genius will not;
unrewarded genius is almost a proverb.
Education will not; the world is full of
educated derelicts. Persistence [and]
determination alone are omnipotent.

The signs of outstanding leadership
appear primarily among the followers. 2" A
museum guided by proper leadership may
determine the identity of the institution with
reference to the social and cultural
environment, and position it for future growth
and influence. Leadership is inevitably about
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