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Leadership and Decision Making in Complex Teams 
Task 1:
The dynamism of the current marketplace has instituted the need for agility to ensure businesses can easily adapt to the changing business landscape. A key element that comes up in modern corporate discourse is strategic innovation that presents organisations with the capacity to revolutionise industries – even established ones-to entrench a sustainable competitive advantage (Grant, 2016). That said, an industry expert would present the best perspective on contemporary organisational leadership, and as such, this section will document an interview with Olaf Bongwald, the chief executive officer (CEO) of Valmet Automotive, a producer of modern, cutting-edge automotive products, for major automotive brands including Daimler. A breakdown of the interview, including the questions and responses, is detailed in the appendix A section.
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Task 2:
Blog Post Based on the Interview
The interview with Olaf Bongwald, the CEO of Valmet Automotive, was informative because he detailed multiple aspects of modern corporate leadership in a way that most other executives would hardly do. As an executive in the automotive industry, I was keen to understand Mr Olaf's take on the transition to sustainable transportation, especially considering that most of the legacy manufacturers have seemingly been lax as it pertains to the idea of achieving net-zero fleet emissions. From Olaf’s perspective, shifts in the marketplace have been a part of society for ages. For instance, there was the industrial revolution whereby those who embraced the tenets of mass production thrived. At the moment, we are still experiencing the reverberations from the information age, in which the shift from the traditional industry to an economy anchored on information technology was entrenched. In the space of a little over a decade, digital technologies have become a mainstay of human civilisation, and due to the influence of these technologies, manufacturing has come full circle, and Industry 4.0 is the current buzzword. 
The fourth industrial revolution, dubbed Industry 4.0, entails manufacturers integrating new technologies, including the Internet of Things (IoT), cloud computing, artificial intelligence (AI), and machine learning, into their production processes (IBM, 2021). The automotive industry offers opportunities to extensively leverage technology in improving processes and enhancing the uptake of clean means of propulsion away from fossil fuels. According to Olaf, the writing has been on the wall for a while concerning the need for automotive manufacturers to adopt sustainable propulsion modes to enable the move to a net zero-emissions mobility. That said, in a similar way to other industries in the past that have found themselves amid a revolution for which they have had to adapt or face extinction, the automotive industry has dragged its feet on the issue, and only a handful of manufacturers have pursued the issue of sustainability with real intent (Holloway, 2018). However, the enactment of the CO2 emission performance standards for cars and vans by the European Commission has instituted precedence in that auto-manufacturers now have to act or face a huge fine for failing to comply with standards. 
Interestingly, despite prior knowledge of the approaching enforcement, most companies in the automotive industry were seemingly caught unprepared as the EU instituted fleet-wide CO2 emissions targets of 95g CO2/km and 147g CO2/km for cars and vans, respectively (European Commission, 2021). Crucially, these standards are in place, and they will only get stricter with time; thus, it is high time auto-manufacturers committed to zero-emission fleets in the next decade or two. In doing so, the first initiative should be to increase the number of plug-in-hybrids (PHEVs) in their fleets. There is also a case for considering alternate fuels for use on the PHEVs that emit fewer grams of CO2/km than conventional fuels (Hänggi et al., 2019). That should form the foundation for a full fleet of electric vehicles (EVs) by 2035, which will be crucial for the manufacturers are to survive in the industry. Interestingly, despite prior knowledge on when the policy would come to effect, in addition to its potential effects on the industry, most legacy manufacturers opted to remain lax. Now that the policies have been implemented, most automakers are far from achieving their annual emission reduction goals. The big legacy manufacturers feature the largest gap towards meeting the required annual emission reduction targets. 
In wrapping up the interview, Olaf presented his key dilemma, and it is one I feel every corporate leader grapple with at one time or another (Nason, 2017). Presently, his company stands out as one of the main players in PHEVs technology in the automotive industry. The company is only now beginning to reap the benefits of years of extensive research and development. There were minimal rewards; there is a temptation to bask on the financial windfall that the newfound demand has brought. Despite their efficiency and cleaner propulsion system compared to the conventional internal combustion engine, PHEVs still do not offer zero-emission transportation that is desirable under the sustainable model that bodies such as the European Commission are pushing for (Carey and Abnett, 2021). Hence, there is a high likelihood that they will soon be abandoned in favour of full EVs and there lies the dilemma (CEO Magazine, 2021). As a company, Olof wants the company to remain profitable by cashing in on the growing demand for its technologies. That said, there is anxiety that if the technology is soon abandoned, Valmet might be disadvantaged. Thus, the dilemma is finding the right balance between cashing in and developing PHEVs while also looking out to develop full EVs if the industry gravitates towards them soon. 
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Task 3:
In reflecting on the feedback derived from my post, I will utilise Gibb’s Reflective Cycle, incorporating description, feelings, evaluation, analysis, conclusion, as well as an action plan. The approach I will employ using Gibb’s Reflective Cycle is detailed Figure 1 below.
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Figure 1: Gibb's Reflective Cycle (Ahmed, 2020)
 In the post, I raised recruitment as the primary issue. There is a tendency for leaders to perceive candidates as being eligible for certain roles, under them having attended elite schools or having work experience from a highly-regarded company. Leaders are supposed to look beyond such factors and evaluate potential candidates primarily based on their competence. Some candidates feature no affiliations with any respected institution in terms of education or previous employers. Yet, they could be more skilled and more experienced than their peers who have been to elite schools and have worked at reputable institutions. That is a phenomenon that needs to be addressed as I feel it results in lost opportunities on both ends. A fully competent candidate is ignored for a position since they did not attend an elite school or does not have the requisite experience working at a reputable organisation. 
Conversely, organisations miss out on competent candidates whose undoing is a lack of prior association with an elite school or prestigious company. Unsurprisingly, my presentation of what I perceive to be a populist dilemma elicited mixed feelings from my respondents. Understanding these diverse perspectives offers extensive insights into the mind of a leader on the relevant action plans. According to Wanyun He, her position is that using education background or previous employer in narrowing down on the candidates during a hiring exercise offers a quick and efficient way to pick the most suitable candidate for a company, especially where the choice is to be made from a large pool of potential candidates. That view is also held by Akina Limbu, who contends that a hiring manager will usually benefit from positive stereotypes when opting for candidates from elite schools or experience from highly regarded companies (Craig, 2019). Such a practice makes it possible to quickly settle on candidates without spending too many resources looking for the ‘one’. Thus, it is evident that the overwhelming view from my colleagues who contributed to the discourse felt the practice was acceptable and useful in helping recruit candidates quickly and without expending too many resources. 
That said, one of the respondents contends that the rise of populism dilemma also presents a myriad of challenges, especially for candidates from minority communities. Such candidates are often overlooked due to technicalities such as their names and neighbourhood, which means they often get clustered into certain groups for which they are discriminated against. Furthermore, from the perspective of an actor-network theory (ANT), the source of action is the recruiter bias, whereby, recruiters perceive candidates from elite schools or those with associations to reputable institutions as being the most appropriate. This fact is relevant to societies as it has the potential to shape the people’s occupations and their capacities due to factors largely out of their control (Cresswell, Worth and Sheikh, 2010).  As such, following an analysis of the feedback, it is obvious that many hold differing views from mine, in the sense that they believe that to some extent, such biases are inevitable in expediting the recruitment process. That said, there is a consensus that such biases can be hurtful and, in some cases, outright unlawful. In addressing them, there is a case for strengths-based interviewing as a valuable tool for leaders in helping them overcome what could be termed as elitism in perceiving others to be inferior based on their background instead of their competence. 
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Task 4:
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The history of communication technology is one market with extensive progress over the years. From the telegraph in the 19th century to the telephone in the 20th century, new advances in communication technologies are often met with apprehension, as they are perceived as not being suitable in bringing people together but as a significant threat to fostering meaningful communication among people (Clark, Algoe and Green, 2017). With the internet as the primal communication channel in contemporary society, opposition to its suitability is rife, and in some cases, valid. In my case, my interaction with the internet and especially social media are informed by a quest to connect with others and understand their perspectives on issues especially related to leadership as a form of research. The greater and the more diverse the demographic that I can reach via the internet, the better and the more reliable my research findings will be (Clark, Algoe and Green, 2017). For instance, in the discussion, my area of focus was elitism. Specifically, the populism dilemma, which I feel puts many at a disadvantage when seeking employment positions, as recruiting managers to favour those with links to elite schools and work experience from reputable organisations. 
In obtaining the perceptive I need from various respondents; the network map above provides an insight into the people I could reach out to and obtain the feedback I am looking for. In theory, it would be possible to develop a map that links everyone on earth. That said, it would be a big, complex structure that is virtually not feasible in the practical sense (McCarty, Molina, Aguilar and Rota, 2007). That said, a personal connection would also be substantial, hence the reason for opting to start with immediate family members, followed by friends, acquaintances, and mentors. Furthermore, the map details the type of contact – whether it is close or not, and whether it is an existing one or a potential contact. I would ordinarily have plenty of friends in my network. Still, unfortunately, I have moved a lot lately, which has made it almost impossible to catch up with former friends – especially childhood ones (Donath, 2014). Hence, one way I could grow my network is to reach out to former friends and re-establish contact, which will hopefully reinvigorate our relationships. Furthermore, my family and existing friends have close acquaintances who could develop into my friends and make it possible for me to undertake my research effectively. Furthermore, by attending leadership forums and design thinking meets, I could effectively grow my network through referrals and one-on-one meetings. That will provide me with a viable population to work within undertaking my research on leadership.
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Task 5:
We held a 20-minute debate in class about the entrenchment of technology, and especially high-level machine learning and artificial intelligence (AI) in organisations, specifically in performing management functions. The topic of the debate was ‘The Era of Management is Over’ whereby, the debate’s proponents held that robots powered by AI and machine learning capabilities are taking over crucial roles in organisations especially management, and one of their benefits is the eradication of errors resulting from human biases. As one of the opposers in the debate, I held that the era of human managers is not over, since they are still relevant especially in making decisions in uncertain circumstances where robots are ineffective. Furthermore, there is a need for further involvement of humans in making decisions, where employees are supposed to actively participate in decision-making and problem-solving by employing contemporary approaches especially sensemaking, and design-thinking.  
The facts presented by the proponents of the debate tallied with the ideas presented by Sahota and Ashley (2019), in which, they argued that though sound management principles employed in the past largely relied on ‘soft skills’ including gut feelings, intuition and a sense of people, that will be especially different going forward. Future management will encompass a blend of big data analytics, and AI as a way of quantitively determining the success as well as the failures of organisations. Such has been the case in different organisations where for instance, Klick Health – a Canadian Agency, opted to replace its entire human resource department with automation that relies on quantifiable data in order to make both administrative and managerial decisions (Klick Health, 2021; Sahota and Ashley, 2019). The company managed to achieve that transition using an internal operating system which tracks metrics such as billable hours, workflow, as well as employee attendance, in addition to managing recruitment and training activities. 
Furthermore, according to a study detailed by McKendrick (2020), it is managers in organisations and not lower-level employees who are witnessing their ranks diminishing with the onset of AI and robotics. That is especially the case since AI and robotics broadens the scope within which a single manager can operate, hence diminishing the need for multiple levels of management. In addition, there is evidence pointing to the fact that the most significant displacement in labour will occur in organisations that are apprehensive about adopting AI and robotics, since they will likely witness their competitiveness diminishing, leading them to lay-off workers, and as a result, management teams will find themselves losing their positions. 
As the opposers of the motion, our opposition emanated from our understanding of the effects that AI and robotics are likely to bring about in organisations. Importantly, we do acknowledge that extensive adoption of AI and robotics in organisations is inevitable. That said, we oppose the idea that somehow these systems will kick human out of their managerial roles. The existing and proposed AI involvement in organisations has primarily been to take over roles associated with supervision and overseeing owing to the entrenchment of high efficiencies in processes that hitherto required a cadre of managers for supervision. That is in activities such as determining whether employees showed up to work, or that they are performing their work appropriately. Since robots are now extensively used on the shop floor, they can record their work, which means there is no need for someone to inspect what they are doing. However, it is in the high-level managerial roles that humans will remains the key resource owing to the need to make complex decisions. The role that technology can play is to provide the relevant data, with which managers can make informed decisions. That said, as elaborated by Noponen (2019), the structure of leadership within organisations is changing as there is a shift from the scientific form of management that characterised the last century, towards structures featuring minimal hierarchy as a pre-cursor for innovation and creativity. The idea of flat organisations is also meant to encourage more involvement of employees in the decision-making process, whereby, their creativity will be valued especially in design thinking, and sensemaking. 
Since both sides made valid arguments, a consensus was needed to bridge the impasse. The debate encouraged the use of design thinking to help address the differing perspectives on the effects of AI and robotics on organisation, specifically in managerial functions. It is inevitable that the two will significantly impact organisations, but it does not mean that humans will suddenly become irrelevant as their roles diminish (Noponen, 2019). Crucially, supervisory roles will likely be taken over by robots, but the pertinent decision-making involving organisational strategies, will only be guided by data obtained using the AI and robotic systems, but will remain primarily a human role.  
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Task 6:
From the interview detailed in the Appendix section and Tasks 1 and 2, Mr Olaf presented his perspectives on several issues affecting modern businesses. Specifically, he was interested in elucidating different aspects of the modern automotive industry and its direction to meet the societal requirements based on sustainability. Of importance is the dynamism created in the industry due to technology, environmental concerns, and shifting consumer preferences. According to him, the need for automotive manufacturers to adopt sustainable ways of powering their automobiles to move to a net zero-emissions transportation has been on the cards for several years. However, most ignored the indicators. It is only following legislation such as the CO2 emission performance standards for cars and vans by the European Commission that they have started to act. For Valmet, the company seemingly rests at a cross-road as a major PHEV manufacturer, considering that there is a high likelihood that the world will soon abandon PHEVs in favour of full EVs. 
Hence, his dilemma is whether to capitalise on full developing PHEVs, hoping that they will form the major proportion of new automobiles compared to IC and EVs, or scale down PHEVs operations and start investing extensively in developing EVs hope that their uptake will be fast-tracked. The company can reap the benefits sooner. It is a delicate balancing act and one that could make or break the company, which institutes the need to evaluate the dilemma effectively and arrive at a suitable approach for the company to ensure profitability, sustainable competitive advantage, and organisation growth. In comprehending the dilemma, the concept of sense making comes into play, whereby the aim is to break the complex blend of quantity, ambiguity, and variety, that makes up the information load into a palatable and coherent piece of information that can be leveraged in decision-making. Valmet is currently one of the key players in the PHEVs industry. Due to the company's experience in the segment, which has developed over a long period, it has become the go-to partner for legacy manufacturers looking to bridge their competency gap in developing PHEVs. Thus, after years of investment for which there were meagre rewards, the company now has an opportunity to maximise the financial windfall that the demand for PHEVs will bring. 
That said, there is a catch in the sense that PHEVs, despite being marketed as a cleaner replacement for conventional internal combustion engines (ICEs), there are concerns that the technology might be abandoned soon in favour of full EVs, either battery-powered or fuel-cell powered (Hamilton et al., 2021). In determining the way forward, the company needs to evaluate the market. That will illustrate that moving forward, and the call will be for cleaner modes of transportation to pursue emissions-free mobility. That is evidenced by the emission regulations, which will become more stringent and eventually mean that obtaining the required standards with PHEVs will be more costly than simply developing a full EV that offers zero emissions. 
The challenge is not as simplistic as that, but the best bet for Valmet entails adopting full EVs in its line-up as a way of meeting the existing market requirements. Crucially, strategic management entrenches the concept of strategic innovation, in which a business seeks to revolutionise an established industry through innovative offerings, which entrench sustainable competitive advantages through market disruption (Tiengtavaj, Phimonsathienand and Fongsuwan, 2017). Admittedly, there is a temptation to simply maximise the PHEVs market and hope the demand holds long enough for the company to recoup its investment in researching and developing PHEVs. However, the strategic approach would be to pick up on the development of EVs to remain ahead of the park. Such a perspective is propagated by the Blue Ocean Strategy, which posits that the best value-creating opportunities for business are not in existing industries in which conventional approaches are the order of the day. Still, it is the red oceans, characterised by uncontested market spaces (Grant, 2016). For Valmet, the best approach would be to maximise PHEVs while still investing heavily in developing full EVs by leveraging the PHEVs technology as a stepping stone. Please see Appendix C below for ppt slides and speaker notes
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Task 7:
The leadership dilemma presented by Mr Olaf involves striking the right balance between maximising the current PHEVs market while also being adaptive enough to develop adequate capacities in EVs to ensure that Valmet does not fall behind in the industry. In doing so, Olaf needs to entrench an adaptive form of leadership in the company, which is the name suggests, is focused on adaptations required in people as a response to a changing environment. 
Despite the misconception that adaptive leadership is leader centred, the fact is that it is a follower centred model of leadership, in which leaders are meant to help their subordinates on what they need to do to adapt to the challenges that they face. According to Heifetz et al. (2009), adaptive leadership encompasses mobilising to tackle the challenges they encounter and thrive. As such, the model is focused on the behaviours of leaders as opposed to emphasising their position of characteristics. Hence, Mr Olaf as an adaptive leader, needs to engage in activities that mobilise, motivate, organise, and focus the attention of others in developing their capacities to be adaptive in coping with dynamic environments. 
The systems perspective of adaptive leadership holds that most problems that people encounter are embedded into an intricate web of correlated systems. Under the biological perspective, adaptive leaders know that people develop and evolve due to the need to adapt, especially the external environment (Northouse, 2015). It is the capacity to adapt that makes it possible for people to thrive in new conditions. Thirdly, adaptive leadership adopts a service orientation because the leader utilises their expertise and capacity to serve people by determining their problems and arriving at possible solutions. The suitable model of adaptive leadership that Mr Olaf should adopt is displayed in Figure 2 below.
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Figure 2: Model of Adaptive Leadership (Northouse, 2015)
Vitally, Valmet is currently facing a technical challenge, for which there is a well-known solution. That is the push for emission-free mobility, which the company needs to accomplish by developing fully electric vehicles. Such are problems that can be addressed using expertise, and they are challenges for which people look up to their leader for guidance. There are also adaptive challenges that are not so clear-cut and cannot be addressed using the leader's authority or expertise. They often call on a change in people's assumptions, beliefs and behaviours to adapt to the changing marketplace (Northouse, 2015). For Olaf, the adaptive challenge that he faces with his team is entrenching an agile outlook. Employees are keen to constantly keep developing their competencies to improve the organisation's capacity to meet future requirements in the industry. Some of the leadership behaviours needed to achieve the required success in an adaptive leadership model include finding perspective within a challenging situation, determining the adaptive challenges, effectively manage distress that might ensure from having to change drastically (Northouse, 2015). That is in addition to maintaining disciplined attention and affording people the requisite autonomy to make decisions and run processes.

List of References
Heifetz, R. and Grashow, A. and Linsky, M. and (2009). The practise of adaptive leadership. Boston, Mass: Harvard Business Press.
Morgan, J. (2014) The Future of Work: Attract New Talent, Build Better Leaders, and Create a Competitive Organisation. Hoboken, New Jersey: John Wiley & Sons, Inc.
Northouse, P. (2015) Leadership. 7th ed. Thousand Oaks: Sage Publications.












Appendices 
Appendix A: 
Interview with a Corporate Leader
Thank you, Mr Olaf, for granting me the audience. I look forward to picking on critical elements that are sure to shape markets in the coming years, especially the manufacturing industry, and how these changes will affect your role as an executive in the industry. If possible, provide a way forward from your perspective. 
Interviewer: Scholars and industry experts have pointed to several trends that are sure to shape the world of work. Some of the core ones reviewed include new behaviours, technology, millennials, mobility, and globalisation (Morgan, 2014). What do you think are the most critical trends, and how can a business equip itself not to be left behind?
Mr Olaf: First, I will thank you for the opportunity to present my insights concerning the industry, and especially shifts in the marketplace. I am glad to offer my view on the various issues, and I am very excited to be here. Shifts in the marketplace have been a part of society for ages; there was the industrial revolution whereby those who embraced the tenets of mass production thrived. We are still experiencing reverberations from the information age, in which the shift from the traditional industry to an economy anchored on information technology was entrenched. In the space of a little over a decade, digital technologies have become a mainstay of human civilisation, and due to the influence of these technologies, manufacturing has come full circle, and Industry 4.0 is the current buzzword. That is occurring as manufacturers integrate new technologies, including the Internet of Things (IoT), cloud computing, artificial intelligence (AI), and machine learning, into their production processes (IBM, 2021). Such is the dynamism of the marketplace, which means it is almost impossible to accurately determine how the world will be in a decade from now. The only safety net can be to entrench the agility needed in its value chains to enable it to adapt swiftly to the changing marketplace. However, effectively harnessing technology to improve operations and internationalising operations stand out as the main approach for remaining competitive in the next decade. 
Interviewer: Thank you. My next question is that the issue of inclusion and equality in the workplace continues to polarise society into the majority and the minority who feel oppressed by the majority. What do you feel is the way forward regarding inclusion at the workplace?
Mr Olaf: Admittedly, as a race, we humans have achieved so much over the past century, and the strides have reverberated around the world, resulting in the phrase – global village. The advances have allowed many to live decent lives, and have a shot at a decent life, a thing that had hitherto been only a dream. Well, many who remain disenfranchised and to whom it would appear that advances experience by others worldwide have not been felt. On this basis, a movement such as the #BlackLivesMatter has emerged to fight for the plight of Black minorities in America. Considering the uptake that the movement received in other parts of the world is indicative of how entrenched the trend is, which puts minority groups at a disadvantage in society. Unfortunately, these practices are not only a preserve of the police conduct, and neighbourhoods – it extends to boardrooms. At Valmet, in full realisation of the scale of the problem, has embarked on an organisational strategy aimed at ensuring inclusion at the workplace. The effects of the initiatives have been a 20 per cent increase in the number of women at the company and becoming one of the most racially diverse automotive manufacturers based on the size of operations. Admittedly, we are only one organisation, but the initiatives of one are in no way muffled regarding instituting change within an industry. That said, more to be done in fostering inclusion at the workplace, even on aspects such as age. 
Interviewer: The automotive industry stands out as one that will be most affected by a global shift towards sustainability. What is your take on the electrification of the automotive industry, and what are the key success factors in a net-zero emission world?
Mr Olaf: I would say that the writing has been on the wall concerning the need for automotive manufacturers to adopt sustainable modes of propulsion as a way of enabling the move to a net zero-emissions transportation. That said, in a similar way to other industries in the past that have found themselves in a revolution for which they have to adapt or face extinction, the automotive industry has dragged its feet on the issue, and only a handful of manufacturers have pursued the issue of sustainability with real intent. The enactment of the CO2 emission performance standards for cars and vans by the European Commission has instituted precedence in that auto-manufacturers now have to act or face huge fines for failing to comply with standards. Interestingly, despite prior knowledge of the approaching enforcement, most companies in the automotive industry were seemingly caught unprepared as the EU instituted fleet-wide CO2 emissions targets of 95g CO2/km and 147g CO2/km for cars and vans, respectively. Crucially, these standards are in place, and they will only get stricter with time; thus, it is high time auto-manufacturers committed to zero-emission fleets in the next decade or two. In doing so, the first initiative should be to increase the number of plug-in-hybrids (PHEVs) in their fleets, and that is a speciality field for Valmet, as we are now working with brands such as Daimler in developing their PHEVs. There is also a case for considering alternate fuels for use on the PHEVs that emit fewer grams of CO2/km than conventional fuels. That should form the foundation for a full fleet of electric vehicles (EVs) by 2035, which will be crucial if they survive in the industry. 
Interviewer: As we wrap up, please outline your greatest leadership dilemma as an executive in the automotive industry. 
Mr Olaf: At present, we stand out as a key driver of the PHEVs technology in the automotive industry, and we are only now beginning to reap the benefits of years of extensive research and development, for which there were minimal rewards. Despite their efficiency and cleaner propulsion system compared to the conventional internal combustion engine, PHEVs still do not offer zero-emission transportation that is desirable under the sustainable model that organisations such as the European Commission are pushing. As a result, they might soon be abandoned in favour of full EVs, and therein lies the dilemma. As a company, I want to ensure that Valmet remains profitable by capitalising on the years of experience that the company has in developing PHEVs to offer its expertise to the growing industry. However, I am also mindful that we cannot rest on our laurels, and we need to move swiftly to develop EV technology which will inevitably experience a surge in demand at the turn of the decade. 
Interviewer: That was an insightful interaction with you, sir, and your invaluable ideas on leadership in dynamic and complex environments are essential in entrenching a comprehension of the marketplace going forward. Thank you so much for your time, I do appreciate, till another time. 
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In the case of hiring, a leader might see the candidate as very eligible due to
maybe an elite school or a highly regarded company work experience. So the
leafer is suppose to look beyond that when reviewing candidates as other
candidates without that one gleaming attribute can be more skilled or
experienced and viable for the job role. And such opportunities/privileges can
be missed. This leaders ability can perhaps be addressed to the rise if
populism dilemma.

*1

Wi Wenvun He (1906569) 13 Jun, 17:45
Personally, | presume that selecting the education or working
background maybe a quick and efficient way to obtain the appropriate
candidate for the company especially when plenty of candidates are
available in the pool.

. Akina Limbu (2014849) 14 Jun, 13:26
As much as | agree with what both of you are stating, Chisom and

Wanyun He, a hiring manager and the company will generally
and overall benefit from positive stereotypes of hiring a candidate
who graduated from an elite school or had an experience from a
highly regarded company. And not just that, people with minority
sounding names and certain ethnicities fall into the discri ated and
bias potholes even though there are frameworks to combat that, it
is still happening.

. Julie Hayward 17 Jun, 15:49 @
Chisom Jane Evbota, | hope you will be introduced to something
called strengths based interviewing in the next module as this is
designed to overcome this "elitism’.
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' by Chisom Jane Evbota - Saturday, 12 June 2021,

11:49 AM

In this way, | would like to create a plan to
develop realistic steps toward my goal. Also
having measurable steps that will help track
my progress and identifying with a
professional will help facilitate an
informational interview and possibly a
meeting going forward.
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TedEx vid- Valid point made and do acknowledge how imperative it is to widen
our horizons, although | feel like regardless of how much resources that can be
put into extending/stretching oneself,

it would be difficult for any human to foster adequate variety to deal with every
one of the potential conditions of a complex system.

*1

. Julie Hayward 17 Jun, 15:33 @ -
Chisom Jane Evbota | agree, we can only stretch ourselves so far as

individuals but as teams and groups of people we can be awesome!
This reminds me of the TH White quote
“The Destiny of Man is to unite, not to divide. If you keep on dividing
you end up as a collection of monkeys throwing nuts at each other
out of separate trees.” Only in uniting can we solve the wicked and
super-wicked problems in today's world don't you think?

Hilda Ojonugwa Obaje (2009418) 22 Jun, 09:27
United we stand, divided we fall.
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Introducing my leader
by Chisom Jane Evbota - Saturday, 12 June 2021,
12:20 PM

The leader for my interview is Mr Eddie who
leads by example. As a business consultant,
showing the team members the
characteristics of a servant leader by
always being willing to do the same work
required by the team members to do. Other
examples of its leadership traits is
encouraging collaboration and Caring for
the team personally - showing empathy.
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It is an emotional game. Resilient leaders know how to balance and
control their emotions as well as enhance social connections.

o 2

Akina Limbu (2014849) 10 Jun, 16:12

| second that Tra My. Adversity teaches us to be a resilient leader.
During difficult circumstances, we will discover valuable lessons from
which we can learn and positively impact the team and become a
more resilient leader.

Jiagi Hu (2005204) 10 Jun, 18:20

The best way to lead for resilience is to act with consistent integrity
during crises
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THE DILEMMA

The automotive industry is shifting gears. Global disruption,
technological advances, and changing consumer behaviors are
altering the auto industry on many levels all at once

The idea is on the car The mobility of the future will be much
easier, more flexible and more

individual for users. The vehicle of the future will be used on
demand with shared ownership

Valmet s at the cross roads as it stands out as one of the main
players in PHEVs technology in the automotive industry.

The future looks increasingly electric, what should Valmet do?

Of importance for Mr. Olaf, is the dynamism created in the industry due to technology, environmental concerns, and shifting consumer preferences. According to him, the need for
automotive manufacturers to adopt sustainable ways of powering their automobiles in a bid to move to a net zero-emissions transportation, has been on the cards of several years. However,
most ignored the indicators, and it is only following the enactment of legislations such as the CO, emission performance standards for car and vans by the European Commission, that they
have started to act. For Valmet, the company seemingly rests at a cross-road as a major PHEVs manufacturer, considering that there is a high likelihood that the world will soon abandon
PHEVs in favour of full EVs.

The dilemma is whether to capitalise on full developing PHEVs in the hope that they will form the major proportion of new automobiles as compared to IC, and EVs, or scale down PHEVs

operations, and start investing extensively in developing EVs, in the hope that their uptake will be fast-tracked, and the company can reap the benefits sooner. It is a delicate balancing act,
and one that could make or break the company which institutes the need to effectively evaluate the dilemma, and arrive at a suitable approach for the company to ensure profitability.
sustainable competitive advantage and the growth of the organisation. In comprehending the dilemma, the concept of sensemaking comes into play, whereby the aim is to break the complex

blend of quantity, ambiguity, and variety, that makes up the information load, into a palatable, and coherent piece of information that can be leveraged in decision-making.
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WAY FORWARD

PHEVs despite being marketed as a cleaner replacement for conventional internal combustion
engines (ICEs), there are concerns that the technology might be abandoned soon in favour of
full EVs, either battery powered, or fuel-cell powered

In determining the way forward, the company needs to evaluate the market and that will
illustrate that moving forward, the call will be for cleaner modes of transportation, in the
pursuit of emissions-free mobility.

Strategic innovation is a crucial tool for Valmet, in which a business seeks to revolutionise an
established industry through innovative offerings, to obtain sustainable competitive
advantages through market the park. disruption

The strategic approach would be to pick up on the development of EVs, as a way remaining
ahead of

There is a catch in remaining with PHEVs since despite being marketed as a cleaner replacement for conventional internal combustion engines (ICEs), there are concerns that the technology might
be abandoned soon in favour of full EVs, either battery powered, or fuel-cell powered (Hamilton et al., 2021). In determining the way forward, the company needs to evaluate the market and that
will llustrate that moving forward, the call will be for cleaner modes of transportation, in the pursuit of emissions-free mobility. That is evidenced by the emission regulations which are only going
to become more stringent, and eventually mean that obtaining the required standards with PHEVs, will be more costly than simply developing full EV which offers zero emissions. Evidently, the
challenge is not as simplistic as that, but the best bet for Valmet entails adopting full EVs in its line-up, as a way of meeting the existing market requirements
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The strategic approach would be to pick up on the development of EVs, as a way remaining
ahead of the park.

Such a perspective is propagated by the Blue Ocean Strategy which posits that the best value
creating opportunities for business are not in existing industries in which conventional
approaches are the order of the day, but is the red oceans, characterised by uncontested
market spaces.

For Valmet, the best approach would be to maximise PHEVs, while still investing heavily in
developing full EVs, by leveraging the PHEVs technology as a stepping stone.





