


Executive summary 
For organisations today Leadership is an important role and is essential to implement within an organisation.
Organisations are becoming more complex this is for many beneficial reasons for example being more diverse within the workplace.
The aim of the report is to look into the literature of leadership, innovation and complexity and trying to find an appropriate approach which works best for the organisation, while backing up the literature with supporting information and any studies found for the most relevant leadership approach. The achieved outcome would be to choose the right approach that will help with the success of the organisation and to become a high leader in innovation and quality for the sector. 

Introduction 
Today in the 21st century the economy is changing quite rapidly and the reasoning for this is the growing strains of the advanced developments in technology and AI, customers’ expectations are shifting globalisation and new attitudes in the workplace, all of these are motivated by a multigenerational workforce (Cisco, 2011). 
By facing a dynamic and more profound change that is unique, with the intensity and speed the need for a change is rising swiftly to become more volatile, uncertain, complex and ambiguous working environment (VUCA) (Adain, John. 2013).
On the other hand, leadership in the 21st century plays the role to provide care and help individuals foremost, not providing any ideas and asking others to implement them suddenly (Northhouse, 2018) but being able to gather any ideas and resulting in leading onto development and giving a leadership force, these are the values of the future of leadership, with enabling an environment for individuals to feel that they can express their personal experiences whilst creating a challenging atmosphere. Having the correct leadership approach which is capable of working under excellent circumstances and is not introverted to raise any problems and at the same time is aware mistakes tend to happen, then to overcome them and use them as a lesson learnt (Williams, Michael, 2005). Study suggests that VUCA was one of the highest challenges facing leaders within the century and regrettably the research conducted showed that only 18% of leaders accomplished a VUCA leading environment (Deloitte, 2020). 

Organisations will incorporate VUCA in order to take the challenging approach for any situations within an environment that is uncontrollable. For an ending success within the situations there is a need for organisations to take a fast adapting approach to the changes that occur, this being done by gaining new strategic plans or skills (Bennett & Lemonie, 2014). An example of change that may have impact on certain organisations being Brexit and with entering a new era organisations are pushed towards new ways of leading, reason being the traditional approach to leadership is not suitable for the high volume of change that is seen to be happening on daily occasions. Meaning that being a leader will require to dealing with the fast-growing uncertainty, complexity, and ambiguity when making rapid decisions with end results of successful for leaders who arrange brave decisions with maintaining values and beliefs (George, 2017).

Working environments
There are different working environments for every organisation, they are seen to be connected to the culture within and outputs from the employees. Hence this being the role of leadership that will provide a good environment to be in as an employee, resulting in employees achieving the best results and performance (Lawrence, 2013).

VUCA have different components within the working environment starting with Volatile environments is seen to have a negative effect on the culture in the organisation and the relationships in the workplace. The Volatile environment focuses on the individuality, and job securities and individuals themselves. The outcome being from this psychological and emotional stress from employees and resulting in having a negative influence on the productivity of the organisation. 
Volatile environments can stem from many different reasons from fellow employees being high tempered and poor management. Working in an environment like this will make a lot of individuals uncomfortable becoming uncontrollable to sustain (Battilana, 2015). Come to conclusion this way of organisational environments is not beneficial and should not be implemented as productivity will be reduced massively and causing conflict between work relations. 

Uncertainty
The uncertain environments are frequently changing its conditions in organisations. This is one of the main reasons management struggle to cope with different factors that contribute towards the productivity of an organisation for example the organisation can breakdown under these situations. And anything could happen at any point when having uncertain working environments (Khan, 2015). 
studies suggest that organisations should avoid this working environment in order to lead to success reason being negative impacts can occur upon the organisations reputation as well as employees losing trust on its reliability and legitimacy, 
complex
Complex working environments will not be punctual in robust leadership, as it lacks in being able to provide an organisation a clear pathway to success. Reason being is that organisations will look at different directions to take from several different sources that can have an influence for decision making, that leads to becoming a complex working environment (Raziq, 2015). Success for organisations can be tough and this is because operational costs are more difficult than the expectations and taking care of individuals needs is the main priority. Meaning that organisations should stick to basics and keep things simple for a better ending result. 
Ambiguous 
The ambiguous working environment is seen to lack motivation, opportunities for staff and job security. Having these situations in organisations can be uncertain and for employees the future is seen to be ambiguous (Chenhall, 2015). The best outcome would be for organisations to avoid this working environment. 

But the (CAS) Complex adaptive systems are there to interdepend and interact with networks, these have a commitment for the prospects, demands and common goals. 
Complex adaptive systems have the creative and adaptive learning abilities to make a structural working environment which will recognize any problems which are contemporary in different situations. 

Environmental influences 
Northhouse (2015), suggests that ‘’Environmental influences have the representation factors that consist of laying outside a leader’s characteristics, experiences and competencies, these being internal and external’’. It is very important that organisations respond and acknowledge all the internal and external factors as these have an impact towards their organisation (Twproject 2018).
The external environmental factors have an influence on the political, social issues, natural disasters and the economy and these can all place different challenges upon a leader (Northhouse, 2015). These factors are irrepressible factors that will have a detrimental influence upon the performance of the organisation (Jessee, 2020). VUCA and Megatrends are the main influences externally, which have a knock-on effect towards the organisation’s leadership performance.
Today megatrends define the economic forces in the nature, they are there to outline organisations future (Oxfam, 2020).
Klein, Bansal and Wohlers (2017), suggest that in the 21st century there is an era of uncertainty, meaning that individuals are uncertain about how many megatrends there actually are. An example being the ‘Beyond the Noise the megatrends of tomorrows world’ report, suggests that there are 35 drivers that make a change, on the other hand Lancefield from PwC says that there are only 5 global shifts that reshape the world (Lancefield, 2019). Megatrends will have an impact on the way an organisation will work, the leaders will need to ensure that the way in work is represented and also having the need for workplace cultures and workforces to be up to the modern standards for today and the future and ensuring there is a push for growth and performance (CIPD, 2020). Technology is ever changing and due to this thorough planning and research is crucial for the sustainability and innovation of technology having a successful outcome (Turner, et al. 2014).

Megatrends is seen to be the reasoning that the VUCA world exists today the reasoning being it can have a detrimental influence on the organisations drive to make a change. It has an impact on how an organisation will acclimate to any new change and set a path on how to accept and implement any new skills and with them resulting in success. 


Innovation
Laguna (2019) believes that innovation is what created the value and use of new services, products and the production process in an organisation. The proof is that any small or large organisations will change with achieve in the future reasoning being coming from the innovative potential from employees. A developing factor of leadership is innovation also being a product of systems, meaning that leadership will drive innovation (Doss, 2013). A research that was conducted in the report Boundary Spanning Leadership found that 92% of executives were to believe that the drive for innovation gave the best outcome of impact for their strategy in the last five years for the organisation (Yip, et al., 2016). Innovation is good for creating new ideas leading for success for many organisations.

innovation to survive 
complexity is on the rise in organisations, and the most important factor supporting it is the differentiation of many things that will result to organizational complexity. These have an influence on the decision-making processes in the organisation while having different stakeholders. Organisations will need to take care of their stakeholders in order to keep them committed and content. Consequently, organisations structure will become more difficult and complex to acknowledge if many decisions are to be agreed without having any agreements with others (Baruah, 2015). The organisations size will have an important role because it will again contribute to the complexity. An organisation that has a wide structure is seen to have the complexity nature. Globalisation is the reason behind this because being an organisation comes the need to become worldwide known. It is a goof aspect to become international and build that image and to be able to have networks with other markets around the word but as stated above Brexit can make this difficult. But however, by cutting into the international market will increase diversity within, many organisations struggle to handle the workplace diversity, and this is the primary reasons for a lot of their failures. (Chenhall, 2015).
having a complex culture can make it hard for organisations to reach their objectives and future outcomes without having a dynamic management or leadership style when dealing with any complex problems. Innovation and AI is seen to be the resolution for when organisations are needing to deal with complexity this is because innovation can help management within in the organisation to look into a different path it can give the option to look into a new choices or options helping to make sure that any ideas are kept being within the niche market place when in competition (Battilana, 2015). Innovation will help organisations to cross the complexity hurdle by using different digital technology like data management and data storing is one of the main reasons that issues occur in complex environments because data is coming from many different places, leading to management failing to organise and hoard a lot of data, but it can be resolved with using technologies like BigData making it more beneficial and easier to store large quantities of data (Valkokari, 2015).  Having practices in organisations is important for complexity. This is because many organisations will have working practices that diminish morale of the employees that leads to problems relating with the relationships with management (Battilana, 2015). Consequently, innovation will have an important role by helping organisations better their working environments. Different AI technologies will be much help for the organisations with improvements in their working conditions of the employees. Leadership being the most important role of stimulation for many different organisations, also remembering it is significant for complexity within to interoperate a strong leadership for future success. When implementing innovation, it can help better decision making and skills using different technologies by also improving communications amongst leaders to challenge any issues in the management area. Likewise, innovation will let leaders find the necessary feedback from regulations when using AI technology, therefore it is a crucial aspect to implement for persistence of the complexity within. (Omotayo, 2015).

Leadership styles 
Today many organisations are beginning to adapt to different leadership styles that is suited to them whilst giving the best results with having the need to mould into today’s modern working environments. Wankel (2008) suggests that the development of an environment with sustainability within an organisation in the 21st century will need a new form of leadership from other centuries in order to achieve a successful result. Tice (2007), made the statement of ‘’organisations cannot use leadership models from past centuries with the expectation to meet the workplaces challenges of today’’. There are numerous different leadership approaches a few being Authentic and servant leadership.

Authentic Leadership
Developed by George in 2003, giving descriptions from his novel of ‘Authentic Leadership rediscovering the secrets to creating lasting value’ giving the most important assets of the leadership and also how as people can further improve and develop any qualities for themselves if wanting to pursue to became a leader in the authentic way. (George, 2003). 
This type of leadership sets out to find the result of the leadership being genuine (Northhouse, 2015). It sets to mainly focus on the complex problems that occur every day and finding the resolutions (Lombardi, 2007). 
Himself set up 125 interviews with leaders of success, resulting the findings being how being an authentic leader means knowing your own true self and having the ability and want to aid others, feeling that their leadership comes within from their main values. When being an Authentic leader it can be demonstrated that there are as many as five different characteristics them being creating a genuine relationships with individuals and being able to trust them, having a solid sense of purpose with it coming with values of knowing what is the right thing to do and what is not, show self-discipline without being afraid of showing what their values demonstrate and having empathy and showing a sensitive side (Northhouse, 2015).
These are very important characteristics to maintain for an organisation and the employee, resulting in productivity, improves engagement, improves communication, a more flexible working environment and working in teams to boost morale (Harriss, 2019),
innovation is improved from this type of leadership in the workplace, this being employees and leaders will have a standing ground for values and strong attitudes in knowing what is the right thing without hesitations, resulting in decisions being made with solid solutions to any problems which will contribute to customers experience whilst building a professional network with others (Geraghty,2016). 
Servant leadership
servant leadership involves interaction with employees or management. Aiming to complete authority rather than power. It usually will involve a person representing empathy, stewardship, listening skills and commitment for themselves to them encourage others (Kenton, 2019). Greenleaf (1970) says that this leadership will start with the feeling to serve others first and contributing to evolution. servant leaders will continue to make supporters a priority being empathetic with them and nurture them while helping with personal capabilities. Servant leaders believe in ethics in way that will help with the communities and societies compared to others (Northhouse, (2015). Being a servant leader will be making sharing authority a priority with others, while also encouraging development and growth. They will listen to supporters to gain knowledge pf any wants or needs by also acknowledging that they will take responsibility for their actions and anything that is said (Kenton, 2019). By doing this will make employees build trusting relationships with leaders as they know they are being put first making them feel valued (Rees & French, 2016). Working as a team is a big part of servant leadership which comes with benefits of inclusion and diversity being able to share any philosophies with other networks and creating creativity (Tarallo, 2018). 
Bearing in mind this type of leadership will not fit the needs of everyone as it is seen to be time consuming and costly (Quain, 2018). 




Conclusion/recommendations 

Concluding this report, there have been evidence shown that the environmental factors play a big part for decisions made by leaders today. The research found different workplace environments that are popular for many. Whilst also looking at the different leadership practices helping to increase innovation and how AI technologies can help with is. Leaders are needing to make improvements to strategies to be able to cope with all types off leadership styles in different organisations and what works for employees. A good proven method to use would be the distribution method as leaders can work to make many more leaders rather than supporters, giving good workplace relations and working as teams this will create a flexible and innovative workplace for everyone. 
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