


[bookmark: _GoBack]Leadership in the 21st century 


JIAXIN LI
1911678


An Individual Assignment Submitted to the Course of Leadership & Management Theory & Practice
Teacher: Dr. Julie Hayward



University of Wales Trinity Saint David


Executive Summary 
  This report is an analysis of leadership, which highlights approaches to improve effective leadership that contributes to innovation in the 21st century. Specifically, the report will explore two leadership approaches and two practical skills based on theory of Complex Adaptive Systems to adapt contemporary technology corporations. The two leadership approaches differ from traditional leadership approaches from that they draw attention to teamwork and interpersonal relationships to conduct innovative activities. The 6 Box Leadership Model is demonstrated in six various aspects of leadership and linked with leadership approaches, which promotes understanding of leadership. Meanwhile, practical skills are crucial to effective leadership. They grant leaders practical methods to develop relationships with employees and ultimately generate innovative products. There is a successful example about the Alibaba Group reflecting characteristics of effective leadership and innovative ideas for employees. Additionly, expectation and recommendation of leadership is proposed to facilitate innovation.
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1.0 Introduction
 In the 21st century rapid development and change of modern society, no matter lives or work, everything is in a constant state of flux. There was a conclusion demonstrated by sociologists and researchers indicated that humans live in a world in which Volatility, Uncertainty, Complexity and Ambiguity (VUCA) reign (Webb, 2016, p.10). Individual leadership is no longer appropriate for contemporary society because it focuses on a single aspect of leadership rather than connecting with the whole organisation and employees (Byron, 2012, p. N. P).
  “Leadership is the art of getting someone else to do something you want done because he wants to do it.”, said by Dwight D, Eisenhower. Leadership is that assists others, guides them in the right direction and inspires them to do right things. It is vital to growth of organisation because it connects well with employees and companies. How to develop effective leadership is an issue that company think about.
 1.1 Rationale of study
  Complex adaptive systems (CAS) are interacting and interdependent networks, which are committed to common goals, prospects and demands. CAS own creative, learning and adaptive capabilities to structure and create conditions, which are able to address problems optimistically according to different contemporary situations (Bill, 2007, p. N. P). Therefore, CAS is significant for leadership to organise and manage diverse kinds of subordinates and situations.
1.2 Major issue
  How to improve and develop leadership to generate high validity and innovation in a complex world is the major issue of report. In the following parts, solutions will be proposed in two aspects of leadership styles and practical skills.
[bookmark: OLE_LINK10]2.0 Literature Review 
2.1 Leadership in Complex Adaptive Systems 
  Intelligent leaders are aware of a clear idea that the whole organisation is a dynamic rather than a fixed pattern and relationship, which they take CAS approach to better understand how real interaction patterns in teams relate to team effectiveness. It suggests that leaders hope only join the game, as players themselves, to participate in the setting of rules, rather than the game controllers (Hoogeboom, 2020, p. 3). There is expectation that both leaders and employees try to change the environment best and long-term rules that affect the environment. It is an emerging system of interaction between top-down and bottom-up behaviors, which expands resources to propose more ideas for innovation.
  In the Complex Adaptive Systems, leaders own less control in the flow of events and systems because leaders accept teamwork with employees to make dynamic decisions and suggestions together. Innovation which relying on individuals is not enough, yet highly interconnected is more like CAS, which produces agility and variability to create new products. It means shared key values and principles, a common understanding of tasks to more familiar with rules. Meanwhile, CAS promotes complex networks of relationships, which are conducive to improve effective leadership skills and acquisition of resources. There is a requirement of leaders ensuring tolerance of uncertainty because uncertainty is a significant element in innovative activities (Jucevičius and Grumadaitė, 2017, p. 213)
2.2 Leadership styles in the 21st century
  In the 21st century, leadership experienced a huge change to adapt development of the times and organisations, which planners and strategists have lost their claim to ‘superman’ powers and agree on collective power as mainsprings within its own system (Brockman, 2018, p. 3). Apparently, dictatorial leadership is unpopular in the contemporary organisation because it directly refuses to take suggestions and innovative ideas from subordinates, thus reducing the motivation of organisation. In the following, several leadership styles emphasise team cohesion and innovation, which are beneficial to lead an active and creative team.
 a). Intent-based leadership
  “Imagine a workplace where everyone engages and contributes their full intellectual capacity; a place where people are healthier, and happier because they have more control over their work – a place where everyone is a leader” said by David Marquet, who is pioneer of Intent-based leadership (David, 2020, p. N. P). To enhance effectiveness and morale of employees, Intent-based leadership as a practice rather than the individual leadership devolves decisions to subordinates and develop leaders, instead of followers. Employees are totally willing to be trusted and encouraged to take responsibility and lead, which they can be inspired with unlimited potential and competence. Successful leaders and organisation need outstanding and innovative talents to face tremendous changes and uncertainty (David, 2018, p. N.  P).
  Intent-based leadership assists employees to make better and faster decisions to reduce their individual stresses in workplace, which they no longer receive the command from leaders to start action, yet make plans to complete tasks by themselves. With less pressure, they are better to put forward valuable suggestions and stimulated innovative ideas. Meanwhile, it considers physical and psychological feelings of employees and gives them full trust and respect, prompting them keep pleasant mood to work. The workplace changes with leadership style, where is like a resource centre that everyone contributes their full intellectual capacity. There is brand new and open environment accommodating and adapting diversity of innovations, a place where everyone is a leader.
  Intent-based leadership teaches those at the top of an organisation how to release the passion, energy and ideas of teams and reduce control, granting employees more decision-making power. In this method, successful corporations will own agility to move quickly when elements of certainty finally emerge. For instance, after the UK left the European Union, business of the UK is facing unknown challenges and uncertainties, which it requires that finding and keeping more talents and responding to more intense competition for trade. In a climate of uncertainty and challenge for corporations in the UK, leadership is crucial to how opportunely they change and perform in this situation (David, 2018, p. N. P). Due to the fact is that organisations need cohesion and abundant innovative thoughts to face challenge, suggestions and decisions of employees should not be ignored. The responsibility of leadership is to encourage employees to make their own decisions if corporations want to control uncertainty in workplace.
b). Relationship-oriented leadership
  Relationship-oriented leaders devote their effort to support, motivate and develop individuals and teams. They seek to establish meaningful relationship with their employees and utilise this emotional connection to maximize staff performance (Jonathan, 2014, p. N. P). This approach of leadership facilitates effective teamwork and collaboration through enhanced relationship between team members. An important point of Relationship-oriented leadership is that leaders should understand the needs and requirements of each individual person, which requires leaders to possess advanced levels of emotional intelligence to empathise with employees when making decisions.
  Relationship-oriented leadership showed a positive influence on group cohesion, and was closely associated with job satisfaction, leader satisfaction, leader effectiveness and employee motivation. A well supported team of employees, personal conflicts, dissatisfaction and boredom will be minimized resulting in a pleasant and productive team. Employees are supported by leaders and organisation, can be dedicated to work and generate maximum performance for innovation without any complain.
  However, concentrating on the needs of employees is not sufficient for long-term success because perception of tasks is neglected. It is important for innovation to maintain understanding of tasks, which is related to Tasks-oriented leadership. The obvious symbol of Tasks-oriented leadership is that communicating to employees the specifics of how to carry out the job function (Huang, 2009, p. 8). It is beneficial for followers to achieve their goals through increased short-term planning, personnel efficiency and performance monitoring, which leaders clearly understand the complexity of tasks, employee allocation and completion (Breen and Cairncross, 2013, p.128)
  In fact, experts have proposed that the most effective leaders utilize both Task-oriented and Relationship-oriented behaviours, showing concern for production as well as people (Srdjan and bodan, 2013, p. N. P). This type of leadership is described as “Team Management” because it promotes teamwork, clarifies priorities and motivation of employees to achieve organisational target (Northouse, 2007, p.18). It appropriates for innovation in contemporary organisations, concentrating on both tasks and employees and becoming comprehensive leaders. There is a successful example of combination of Tasks-oriented and Relationship-oriented leadership. Wilson, who is credited with helping to establish position of Microsoft as a leader in the CRM. In a blog post, Wilson wrote: "It's been so much fun to be a part of this business, to bring a terrific and talented team together, and to help guide Microsoft into a leadership position in the CRM category.” In 2012, he transferred his responsibility to Dennis Michalis, who made huge contribution in setting the long-term strategy, aligning needs of customers and executing marketing strategy (Klie, 2012, p. N.  P). They not only managed to create a talent team, but also developed strategies to accomplish the final task, which their leadership stands a significant status in development of Microsoft. Combination of team and tasks in leadership is successful for innovative products and software in Microsoft.
2.3 The 6 Box Leadership Model
  According to the 6 Box Leadership Model, there are three dimensions about people, which are culture, relationships and individuals; and three about business process, which are strategy, systems and resources (Paolo, 2019, p. N. P). It is essential to put them together to create links between personal and organisational development. The 6 Box Leadership Model is fully reflected in the above leadership styles. Intent-based leadership concentrates on aspects of relationships and individuals, which respects and motivates individual talent and strengthen team cohesion. It is suitable with level 4 of typical phases in leadership because it aims to build collaborative teams and open and innovative workplace where accepts views of every team member.
  Relationship-oriented and Tasks-oriented leadership combines two sides of people and business process. This type of leadership not only establish positive and valid relationship, but also develop a series of strategies and systems to meet needs of customers. Due to deepening interconnection between leaders and employees and increasing communication and teamwork, promoting development of organisation in innovative work. In the 21st century, interaction between leaders and team members is indispensable. It is necessary to abandon traditional individual leadership and create emerging leadership to find a balance between relationship and business process. 
2.4 Practical leadership skills
  Practical skills are required in leadership in the 21st century. Successful leaders are not only capable to adapt well to environment, but also modify environment to increase the fit with followers. It is suggested that analytical intelligence, emotional intelligence and spiritual intelligence are controlled by leaders to alter current environment and empathize employees. Determining effectiveness of leadership through the combination of several intelligence and cognitive skills such as sense making, transformation and change (Shabnam and Tung, 2013, p.315). 
a). Emotional Intelligence of effective leadership 
  With the development of work environment and human cognition, demand of emotion is getting higher and higher. Emotional Intelligence refers to an individual ability to understand and accurately interpret his or her own emotion as well as those of others. There is an emerging view becoming popular in much literature, which indicates that Emotional Intelligence is more important than IQ (Hein, 1997, p. N.P). Highly intelligent leaders are not necessarily more effective because large discrepancies between intelligence of leaders and employees reduces validity of leadership. However, great leaders move followers through emotions, because they know that only by truly understanding emotions of employees can they lead in a way that accepted by employees.
  Emotional Intelligence generates huge value in leadership, which managing feelings and handling stress are found to be vital for success (Caty, 2000, p.5). Every employee and leader inevitably face various levels of pressure at work, leading to negative emotions, less confidence in work and even poor physical health. For organisation, huge stress is a loss of cost because it decreases work effectiveness, organisational productivity and profitability (Breen and Cairncross, 2013, p.128). Leaders utilize Emotional Intelligence to relieve stress on themselves and employees, such as organizing company trip, taking psychological counseling, extending vacation and a series of activities according to different situation of employees. In a relaxing and open workplace, it can keep employees from being restrained and stimulate employees to gain innovative ideas, which enhances quality of innovation. 
  Empathy is a dramatically important aspect of Emotional Intelligence. It is defined by experts demonstrated that represents feelings of people in emotional distress and ability and tendency to re-experience these feelings (Salovey and Mayer, 1990, p.185). It includes perspective taking, sensitivity to emotional contagion and empathic concern, which is more comprehensive than emotion regulation (Bundy and Graf-Vlachy, 2020, p. 132). Leaders truly feel the emotions of employees and care from the perspective of employees with empathy. Understanding emotions and thoughts of employees is also crucial for innovation, as the next step can only be done after understanding. Emotional Intelligence merges individual and relationship sides of The 6 Box Leadership Model, which leaders master this skill to perceive emotions of employees and acquire support and trust. In addition, Emotional Intelligence can be well combined with Intent-based and Relationship-oriented leadership style, promoting leadership more adaptable to the needs of contemporary social trend- emotional demand.
b). Network of effective leadership
[bookmark: OLE_LINK3]  Network is an essential skill in information era, especially in technological and E-commerce corporations. It shows that complex Networks own competence to face dynamic of Complex Adaptive Systems. It is suggested that Network is applied by leaders and organisations to obtain useful and accurate information and build interpersonal relationship (Kristin L et al. 2014, p.15). Networks of leaders are the core to address problems with the top derailment, such as building teams, troubled interpersonal relationship and missing business objective. The most significant part of relationship-oriented leadership is to build and maintain excellent relationship, which needs to develop Network to connect employees and gain valuable resources and information from employees. Due to the fact is that everyone has social circle, how to improve social capital to understand connections themselves and others within workplace is an essential skill for leaders to control.
[bookmark: OLE_LINK4]  Effective Networks own three characteristics that are open, diverse and deep respectively (Phil and Kristin, 2014, p.3). Leaders need to accept diversity of thoughts from Networks and be capable to merge dissimilar ideas, which they are involved in diverse cultural, regional and geographic aspects. However, it shows in workplace that big networks are not a valid platform to generate productivity because there are some useless relationships in big networks, which will waste time and energy, even mislead leaders. Leaders should be careful to choose meaningful relationships in the Networks, and extend expertise and avoid learning biases career traps, because expertise is foundation of innovation, leaders need to obtain professional knowledge and skills to innovate products (Rob and Robert, 2008, p.172). Obviously, there is a necessary relation between Network and Emotional Intelligence. Leaders interact with employees as human being, not to an end by means. Leaders communicate with them mindfully and sincerely, rather than make them feel like they are used, which requires Emotional Intelligence to learn how to interact. Building effective Network with Emotional Intelligence is a valid way to become a successful leader.
3.0 Effective leadership in Alibaba
[bookmark: OLE_LINK5][bookmark: OLE_LINK7][bookmark: OLE_LINK6][bookmark: OLE_LINK8]  Alibaba Group, as a Chinese multinational technology company, specializes in e-commerce, retail, Internet and technology, which is the largest retailer and e-commerce company in the world. Jack Ma as the co-founder and former executive chairman of Alibaba Group, he is the top leader in the whole enterprise. It is challenging for Jack Ma to organise more than 100,000 employees, yet he owns capability to manage employees well and create a comfortable workplace. The great success of business is due to several factors, which are all about outstanding quality and skills of Jack Ma. He is a brilliant communicator and optimistic to employees and work, which communication requires a high level of Emotional Intelligence and resilience. The other side is that he is a humble and continuous learner and he insists working in teams (Sorin-Georgel I, 2019, p.123). In this way, Jack Ma has promoted an open culture based on transparency, facilitating effective sharing of data across the organisation (Emerald Group Publishing Limited, 2016, p.1). 
[bookmark: OLE_LINK9]  As a distinctive leader, Jack Ma proposed his own innovative thought that Alibaba will become a platform for young employees to run business, grow and develop. Young employees are granted more opportunities to present themselves and express their views to promote enterprise stronger. It is beneficial to need fresh people to add energy and creativity in a team. It can be seen that Jack Ma is a really thoughtful entrepreneur and leader because he realizes the meaning and importance of team. The responsibility of technology companies is to keep innovating and these young employees will be the main force of companies, because thoughts and methods are improving all the time.
4.0 Conclusion
  To meet increasing demands for human being status and emotions, corporations pay more attention and care to employees and clearly recognize importance of teamwork. Leaders should change leadership approaches and skills to adapt Complex Adaptive Systems and consider teamwork and interpersonal relationship, so that they can effectively lead employees to achieve innovative work. Intend-based leadership and Relationship-oriented leadership are suited to contemporary modern technology corporations, which they are capable to enhance teamwork and accept suggestions and ideas of every members for resources sharing, leading to promote development of innovative ideas. In addition, practical skills are necessary for effective leadership. Leaders are required to applied Emotional Intelligence and Networks to build and maintain relationship and obtain resources. Leaders care and inspire employees which they are conducting innovative work. In the 21st century, it is crucial to combine these elements to form effective leadership in corporations to generate high validity and innovation.
5.0 Recommendation 
  It is recommended that the Alibaba Group develops a succession plan to cultivate and motivate young employees, who will be the main force of the future and they are major sources of innovative ideas. The leaders and managers of Alibaba are far-sighted because they have started to focus on young employees and grant them the opportunities to run business. Leaders are capable to observe and evaluate while employees are running business by themselves and teams, subsequently they can determine which young employee will be new leader from various aspects. 
  In this method, leaders not only select more talents for company, but also stimulate employees to achieve the goals of leaders. For the technology company, innovation is a continuous process, which requires abundant young employees to innovate because they are living in an era of advanced technology and they are more able to master new technology. Leaders should ensure the demand for high-quality talents to prepare development of enterprise for the future.
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