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Abstract

The purpose of this research is to determine analyzed and propose the model of "The Modern Female
Leadership and Intelligence Organization Management Strategy for Networking Good Governance: For the
Bank of Thailand". The study included Quantitative Research and Qualitative Research.

Findings of the Quantitative research are as the following: Previous female leader concepts are
largely involved in capability and traits personality, however in the modern of globalization and fast changing
environment. There is a shift in the female leadership concept in the new era involved more well rounded
knowledge and intelligent in various perspective both in scientifically and artificially. Furthermore, the modern
female leadership also embraces ethics and morale principle. This change is probably be turned the female
leadership concept model "From The Smart Venus To The Apex Athena." The model emphasis the
important of qualification and skills essential for modern female leadership in a new era which are required to
process intelligent and knowledge both in managerial strategy and people management including ethics and

morale principle. This qualification can be sum up with the word "ATHENA".
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