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According to various researches, conventional leaders and leadership of the past are not adequate in addressing the needs of the 21st century. This is because the world is symbolised by paradox, unpredictability and unprecedented events brought about by change. Hence, most modern leaders face incredible demands. In a similar way, conventional leadership styles, which were once accepted, have become a burden to modern leaders. Thus, the 21st-century leaders need to neglect conventional wisdom correlated with conventional leadership and change to a new paradigm of leading. This report contains an analysis of the 4 major topics currently influencing 21st leadership and the various leadership styles approach, however, only one of these styles will be discussed. Leadership skills to gain success within the organisation will also be included, which are listed below:
· emotional intelligence;
· earning agility;
· networking. 
Recommendations include the ‘nudge theory’ and it will include an experiment that will help grow employees’ relationships. 
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The leaders who work most effectively, it seems to me, never say "I." And that's not because they have trained themselves not to say "I." They don't think "I." They think "we"; they think "team”.
(Peter Drucker, 1996, p. N.P)

Leadership is a process through which an individual has the ability to influence a group of people in order to achieve a common goal (Northouse, 2016).
Only a small number of certain people are gifted at birth with this ‘skill’, leadership is not, in fact, a characteristic nor an attribute, howbeit, anyone can master this skill; it should be also noted that leadership does not equate to seniority within the workplace (Kruse, 2013; Drucker, 1996). Defining leadership as a procedure shows that leadership is a transactional occurrence which arises between the followers and their leaders (Northouse, 2016) however, considering leadership as a procedure means that leaders affect, and they are also affected by their factions, this can be seen as either positive or negative (Graen, 1982).
There are four major topics that influence leadership in the 21st century, which are the following:
· Megatrends;
· VUCA;
· Complexity;
· Complex Adaptive System (CAS).
Organisations and their leaders must pay attention to all the changes in the environment around them, or risk becoming irrelevant and losing vital market share. 
This report shall analyse the definition of leadership in the 21st century. Further, the writer shall evaluate some major leadership style, which is distributed leadership, as well as various skills required in leadership, such as emotional intelligence, learning agility and networking.
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[bookmark: _Toc35003185]2.1.1 Megatrends


Megatrends are climate change, rapid urbanisation and macroeconomics forces that of development that impacts business, society and personal lives, thereby defining the future world and increasing pace of change (CIPD, 2020). Megatrends have the ability to affect leadership in business as these are radically changing the industry we currently live in (CIPD, 2020).  Technology, for example, is a megatrend with huge impacts in workplaces, it is reshaping the workplace, putting new demands on leaders. This demonstrates how leaders need to adapt to changes to stay up to date with any new and upcoming variation (Morrison-Saunders et al., 2016).  Another example to consider is Brexit, with a large-scale of political and economic changes, leaders must be well prepared to change in an ever-changing operational environment as Brexit can have a massive impact on all the businesses in the United Kingdom as well as the ones in Europe.  These megatrends cannot be ignored, leaders of the future must adapt to changes and learn how to combat in order to succeed; organisations must pay careful attention to the ever-changing environment that surrounds them, or waste vital market share (PwC, 2020). Global megatrends are having a dramatic impact on the way organisations operate, hence leaders need to work in certain ways if they seek success within their business in a Volatile, Uncertain, Complex, Ambiguous (VUCA) world. 
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VUCA is a concept that was initially originated with students at the USA Army War College to describe the volatility, uncertainty, complexity, and ambiguity of the world after the Cold War (Bennett, 2014). The concept encapsulates the turbulent and unpredictable nature of today’s businesses; the notion of VUCA is gaining popularity and it is used as a term to cover the various dimensions of this ‘uncontrollable’ environment (Harvard Business Review, 2020).  
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Figure 1:  VUCA diagram, Harvard Business Review (2014)

If there is an increase in VUCA then it means organisations must pursue new orientations and management approaches to continue to become successful in a changing world (Bennett, 2014). All these four terms (Figure 1) are related to each other and represent distinct elements that make the environment, the world, a market, a company harder to control (Bennett, 2014). The speed of change in the 21st century is becoming faster than before and it requires every leader to adapt in order to manage a successful business (Pasmore, 2010). However, in the VUCA world, it is not clear to follow particular directions due to the megatrends, which makes it more difficult for companies and their leaders to develop innovations (Pasmore, 2010).
[bookmark: _Toc35003187]2.1.3 Complexity
Complexity can occur due to megatrends such as demographic, globalisation affecting the VUCA world. ‘Plexus’ means entwined, from which is derived the word ‘complexus’, meaning braided together, and the English word “complex” is derived from the Latin (Holland, J.H., 2006). Complexity is correlated with the inter-connectivity of elements within a system and between a system and its environment (Holland, J.H., 2006).
The 21st-century economic environment is profoundly complex, portrayed by the rapidly evolving demands of globalisation, great advances in technologies driven by a multigenerational workforce (Gilbert et al., 2000). In order to deal with these, organisations must learn how to adapt rapidly to these new levels of complexity, because rapid social, technological or economic shifts are all producing greater complexity (Snowden et al., 2007). 
These are resulting dynamics of instability. The next section shall include further analysis of leadership in a complex adaptive system (CAS).

[bookmark: _Toc35003188]2.1.4 Complex Adaptive Systems (CAS)

A notable way different companies are adapting to the VUCA world in a modern business environment is by acknowledging themselves as a complex adaptive system (CAS) (Obolensky, 2017). This, in turn, leads to complex adaptive leadership and allows for the organisations to embrace paradox and any uncertainty (Schneider, M. and Somers, M., 2006).
CAS is defined as a way of analysing issues and thinking by noting the complexity as well as interrelationships (Nair et al., 2019), this is a different way from focusing on the straight line due to the effect of issues (Obolensky, 2017). However, the definition of the complex adaptive system seems to change with the different attempts at application (Schneider, M. and Somers, M., 2006).
CAS is an open system and non-linear meaning that has the ability to adapt to situations quickly, however, whether the adaption that is used to create positive results is uncertain, yet adaption is a good trait for a system to have (Stevenson et al., 2015), especially when confronted with the complex issues that the environment of today is bringing.
Organisations in the 20th century were viewed as 'machine-like' system that could be directed towards an effective performance (Jackson, 2006). This results in the adoption of a command and control style of leadership: the role of directors was to set the guidelines and managers have considered workers would behave in a way that can be predicted, without variation from these organisational ambitions (Marion & Uhl-Bien, 2011).
Currently, both practising managers and also scholars comprehend organisations do not behave like machines, instead are complex adaptive systems (CAS), afflicted with uncertainty (Snowden et al., 2007).

[bookmark: _Toc35003189]2.1.5 Leadership in a complex adaptive system 


Leaders in a CAS have to operate a rising tide of emerging circumstances and when a business is viewed as a CAS, the management role shifts from one of control and command (Ellis, 2009) to one of learning and improvisation (Dooley et al., 1997). It is required a type of leadership that can accommodate both complexities as well as interdependence (Cameron & Green, 2019) along with the capability to manage an environment which acquiesces innovative solutions in order to emerge from reciprocal action between a variety of agents in the organisation (Uhl-Bien, 2019).
Be that as it may, some recent reports have suggested that there is a common help perception that businesses have shortages of quality leadership (Pasmore, 2010) with employees indicating dissatisfaction with the state of leadership, which has also seen a decrease in the trust over the past two decades (CIPD, 2020). As a result, according to a recent report by Deloitte (2017), a small amount like one-third of executives are usually considered to have some excellent leadership skills and capabilities. 
As previously mentioned, the leaders of this century operate in a VUCA world, however, they do not regard themselves as equipped to deal with the levels of complexity they come across (Gilbert et al., 2000).
This leadership shortfall can be associated to the lack of recognition that a different type of leadership is highly needed in order to adapt to the complexities of a VUCA world, as the traditional command style of leadership is uncompetitive (Kerr, 2013). Withal, an absence of convenient leadership development exists. In order to close this leadership gap, a carefully shaped strategy which accounts for the changing context of the organisation is highly required (Wilson et al., 2008).
[bookmark: _Toc35003190]2.2 Types of leadership approaches 


In the 21st-century organisation, leadership styles are accommodating new styles of today’s working environment (Kruse, 2013). According to Stevenson (2015), the improvement of more genuinely sustainable organisations for the 21st century will need a very different form of leadership to the last century in order to become successful. Campbell (2008) believes that businesses cannot use leadership models from the past and expect them to meet the challenges of the workplace of today. There are five major different leadership styles for the 21st century:
· Servant Leadership;
· Transformational Leadership;
· Distributive Leadership;
· Authentic Leadership;
· Intent-based Leadership.
Greenleaf (1970) noted that servant leadership begins with the natural feeling to serve first, and then devote to growth. Meanwhile, Poplin (1992) believes that transformational leadership is defined as a leadership that causes change within individuals as well as social systems, generating positive change in the followers with an end goal of developing followers into leaders.  In contempt of all the different leadership styles, the distributed leadership model has become the approved model in the 21st century (Harris et al., 2016). This leadership focuses on the concept of passing an agreement to different levels of leadership with not having a formal chain of proficiency (Harris et al., 2016). This means that this leadership does not feel the necessity for the individual action as everyone can help with the determinations that arise within an organisation (Hartley, 2010). This constitutes a large outlook and businesses would not have to wait for a leader to make their mind up (Hartley, 2010).
[bookmark: _Toc35003191]2.2.1 Distributed leadership


This particular type of leadership is considered to be a conceptual and analytical approach in order to understand how they work of leadership takes place among individuals in the context of a complex organisation (Bennet et al., 2014; Timperley, 2005; Harris, 2016).
Instead of viewing leadership practice as a product of a leaders’ knowledge and skills, the distributed perspective interprets it as the interrelations among people and their situation (Timperley, 2005). These interrelations are critical in comprehending leadership practice. 
Discussion of distributed leadership end before the due time with an acceptance that multiple individuals take control of leadership in schools. This is not something “done” by a certain induvial “to” others, or a set of people actions through which people supply to an organisation, is a group activity that works through and within relationships instead of individual action (Bennett et al., 2014)
[bookmark: _Toc35003192]2.3 Leadership and Management 


Many people get the two words confused, hence the difference between the two should be cleared: management is the science-like application of resources in a competent and pertinent way. On the contrary, leadership is more about constituting an environment in which both employees and managers have the ability to realise their potential collectively and individually (Bush, 2008; Kotterman, 2006; Lunenburg, 2011).
John Kotter (1988) has also noted that effective management carefully projects the end goal of a company, recruits the staff that’s needed, and closely supervises them to make sure that the initial plan is accomplished properly. In contrast, according to scholars, successful leadership goes past management of plans and tasks (Müller, 2005; Locke, 1991).
It visualises the future and sets a new regulation for the company. Successful leaders organise all possible means and human resources; they influence all members of the company to reinforce the new mission and execute it (Müller, 2005). When a company faces an uncertain environment, it requires strong leadership. On the other hand, when a company faces internal operational complexity, it demands strong management (Harvard Business Review, 2017). 
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Different leaders from different organisations live and work in today’s rapidly changing environment, and in order to be successful, leaders of the 21st century must have different skills to lead its company to the right path (Jaques, 2017).
For the purpose of this report, the researcher will now discuss three leadership skills adequate for the 21st century: Emotional Intelligence (EI), Learning Agility and Networking.

[bookmark: _Toc35003194]2.4.1 Emotional Intelligence 


Salovey and Mayer (1990) defined EI as "a form of social intelligence that involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate among them, and to use this information to guide one’s thinking and action". There has been an increases interest in the role emotions play in the people’s actions and performance at work (Goleman, 1996). Due to the role emotions play changes such as global expansion, leadership changes the EI of leaders and the way to interreact with the stakeholders is something that companies need to pay their attention to (Goleman, 1996). It is also regularly accepted that employee motivation goes beyond the frequent monetary rewards systems regularly offered (Njoroge & Yazdanifard, 2014). In order to motivate the employees of today, companies must engage their minds and captivate their hearts, this can be achieved by absorbing EI; these skills abet leaders in attending to individual employee needs which enables companies to provide an environment that inspires and grows individuals (Njoroge & Yazdanifard, 2014).  Coaching, for example, is considered to be an effective intervention for developing EI because it can help identify the negative thoughts and attitude that restrict cognitive capacity and discourage ability to manage emotions preventing good performance (Wolff, 2001). According to Goleman (2008), by removing these interferences, learning will be much easier. High EI is correlated to the ability of leaders to create active networks which in turn are correlated to effective innovation leadership (Dougals et al., 2003).
[bookmark: _Toc35003195]2.4.2 Learning agility


Learning agility is the mindset and practice which allows leaders to develop, grow and use new strategies that will provide them for the progressively complex problems they face in companies (Mitchinson & Morris, 2015). People need to be more comfortable with the unpredictability and change which is a constant feature of today’s world (Ulrich, 2013).
Where there is volatility, uncertainty, complexity and ambiguity (VUCA), conclusions cannot be foreseen, and the past cannot anticipate the future (Ulrich, 2013). In this VUCA world, success requires the master of people’s ability to adapt and learn, as a result, people become more comfortable with frequently giving up skills and ideas that are no longer practical, to learn new ones that are (WEF, 2018).
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According to Clarke (2013), complexity requires leaders to develop their skills in successfully managing and developing networks. However, different sources stated that 
networking is considered to be one of the most self-evident and one of the most dreaded development challenges that leaders of the future must address (Harvard Business Review, 2017; Hunter et al., 2007). As companies attempt effective collaboration across boundaries, leaders must look over the border of the organisational chart to the invisible informal networks which supports the company (Cross, et al., 2013; Cullen, et al., 2014).  A company can face new opportunities, strengthens alliances and grow just by simply networking (Harvard Business Review, 2017). In today’s world social media has a huge influence in businesses, hence networking via LinkedIn and other social media can be highly beneficial for leaders and their companies.
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Leadership has evolved over the past years, many people have viewed that effective leadership instils major things such as motivation, inspiration and help in effective decision making. Howbeit, the leadership, which is corrupted with unacceptable practices, has the possibility to cause low productivity and slow down the progress of an organisation.
Organisations are always growing and building new collaborations, thus, in the 21st century, a leader is needed to be an individual that possesses the acumen for business and human relationship. The aspect of the human form is critical due to the 21st century requires leaders who have the ability to motivate, inspire and also influence people.
Hence, proficiency in comprehending human aspects is critical. Correspondingly, the 21st leaders need to comprehend the synergistic power of leadership.

[bookmark: _Toc35003198]3.1 Recommendations   



People cannot change responses of others, cannot force an individual to do something they do not wish to take part in, however, they can influence their decisions. For example, getting all the workers together in order to do more networking and to know each other better. In many large organisations, people do not their colleagues well enough, and team building activities are highly required because this can lead to better work performance. The ‘Nudge theory’ works on the principle that small actions can have a huge impact on the way people behave (Burt, 2019). This approach is particularly helpful because it can push people on doing something in order to get concrete results, a nudge can help people accomplish something to make certain decisions (Abdukadirov, 2016). An experiment for this can be to have a meeting accompanied by food in order to do some networking: “Doughnuts at 6”. Every last Thursdays of the month, after work around six o'clock in the meeting room, employees can gather together to have a sweet treat and make discussions about the business, sugar-free and low-carb doughnuts are also available for those who do not consume sugar. Costs will vary from £15 to £20 depending on the people attending. Everyone that attends these meetings and comes up with ideas to enhance work performance will get various gifts to spend on their leisure time, such as Starbucks/ Costa vouchers, cinema tickets etc. Those skipping these meetings will have to clean the premises after work for 3 days in a row. 
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