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There is some essential background information which could help reader to better understand my leader’s leadership dilemma before I summarise the contents of this interview. Because it will contribute readers to study the case of this interview for this leader. My leader is an associate professor who is graduated from Cardiff University in 9 years ago. He was also a chairman of the department of international business of the Capital University of Economics Business 3 years ago. The change for his personal career happened in 2018. He was inclined to get evolved in the higher platform to continue his research better than he did in the previous workplace. Then he was got an opportunity from our university that offered him a job position about associate professor. The management team of my university want him to carry more duties for his organization because of his past subject of research---human resource management and his excellence performance in his past working experience in Capital University of Economics Business. Therefore, they made a decision to appoint him as an associate dean for the undergraduate education of the school of economics and management of our university. However, the subsequent fact shows that the complexity of such management is much higher than his expected before he did this job.  Firstly, he gradually realized that the complexity of the structure of his organization contribute to the mitigation of the organization’s efficiency of its operation. Secondly, he found that the exist of precarious anxiety makes his employees has strong turnover intention about their jobs which also increase the difficulties of his management in the organization. There are only four of eleven are formal employees in his team. For these 7 employees, almost all of them are worried about their status and salary because their work will not to be calculated according to the relevant regulations of our university. The relevant treatment of informal employees hard to be guaranteed in such circumstances. So it is hard for him to encourage them to work hard for their job. Moreover, my leader also admitted that the structure of the management of the organization also need to be improved because the result of employees’ annual performance examination was easy to be influenced by leaders’ personal viewpoints. Such results are too subjective and hard to be convinced and accepted by our employees. Then, he talked about the problems of office politics and its negative effects on his leadership for the management of his team. He thinks that office politics is hard to be avoided but he still need to find a resolution to mitigate its negative effects for the management of his team. Then, he talked about the biggest challenge for the application of his leadership in this team is that he is trying to simplify the structure of his management in his team to improve the efficiency of his team. However, the relevant dilemma is, his authority may be mitigated if he inordinate delayering the structure of his management. As a result, he is still looking for the best resolutions for this biggest challenge.
To response above leadership dilemmas and challenges better, there are some tips which could be provided for my leader after above comprehensive analysis and explanation. He could considers to improve his style of management by the use of mixed leadership theories which includes the complexity leadership theory, adaptive leadership theory, authentic leadership theory, transformational leadership theory, Greenleaf’s servant leadership theory and intent-based leadership theory, etc. In such a complex context, his employees may be effectively stimulated by the use of these mixed leadership theories. The complexity leadership will make him know the power of solidarity of his employees and new mode of management may be created by the collective intelligence for the development of the organization. (Uhl-Bien, Marion and McKelvey, 2007, p. 299). Then, the adaptive leadership theory could help him to increase the communication with his employees and protecting voices of leadership from below so as to supplement to the complexity leadership theory for the application of his leadership in management of his organization. Moreover, my leader could also view himself from three key aspects which embrace self-awareness, ethics and self-regulation to find and leverage his characteristics of leadership better for the management of his organization by the application of authentic leadership theory.(Larsson, Clifton and Schnurr, 2021) The leader could know better about how to empower people to achieve the target by the use of transformational leadership theory. It can be find that most informal employees may leave the organization from the interview. One of the key reason is that they are precariats for their future career and the management of the organization. The leader could change the circumstance by the use of transformational leadership theory so as to increase his employees’ confidence for his leadership of the organization.(Shapira, 2019) Moreover, Greenleaf’s Servant Leadership theory enlighten us to foster leader’s leadership from four aspects which includes listening, empathy, healing and awareness. The leader will understand his employees better by the use of Greenleaf’s Servant Leadership Theory.(Tran and Spears, 2020) Furthermore, the intent-based leadership theory could be also as an effective supplement to above leadership theories because it considers the influences of environment and ask leaders to take actions to make employees feel safe. 
Except the use of mixed leadership approaches, leader could also consider use the Complex Adaptive System(CAS) to improve his employees’ understanding of the whole system behaviours so that it good for the solidarity of his team.(Edson and McGee, 2016)
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Figure 2: Reflection(Source: Baidu, 2021)
	Serial Number
	Content
	Responses

	1
	There are some factors which is essential requirements for the possibility of such vision. The first factor is about the development of artificial intelligence(AI). Such vision requires the relevant technologies with high level to prompt the high intelligence of decision making process so as to provide resolutions for the tough problems in people's life. Secondly, relatively complete mechanism of management and laws could be as a series of criterion and specifications to support the normal operations of these robots whose serve the society. It is possible for robots be good leaders in the government when these two above considerations achieved in the future.
	Hi Peter,

Many thanks for your reflections. You have understood the differentiation between adaptive and technical problems and identified some principles of adaptive leadership, linking how their practice might improve your current situation.

Julie

	2
	I think that the most difficult thing for me is how to balance my busy life between my work and study life. I have got some technical problems and few adaptive problems according to the model of adaptive leadership. For example, sometimes I have to attend some meetings which is temporary invitation and can not to be estimated because the emergency of the topics discussion which launched by the senior management of my university. Such problem is a typical adaptive problem. I also encountered a problem about how to normative edit and write down some kinds of official documents. However, I can read some guidelines about how to finish such above tasks as an efficient resolution for this technical problem. Whatever, I also find that some of the six principles of adaptive work could contribute to the resolution of my challenges in life. First of all, I think that the third tenets about regulate distress is useful for my current situation. Properly regulate my distress about my work in a scientific way could obviously improve the quality of my life. Besides, the fourth tenets about maintain disciplined attention is also critical to improve the efficiency of my work.
	

	3
	My leader is an associate dean who in charge of the management of teaching affairs of the school of economics and management in Beijing University of Chemical Technology. There are three critical reasons why I choose him as my interviewee. Firstly, he is a young leader in our university when he worked as an associate dean in our school. Chinese has one of the traditions that somebody could be promoted according to the application of traditional seniority system because of the cultural influences. Therefore, my leader did excellence performance so as to be promoted for this position. It is rarely happened in China when a man to be an associate dean who is under the age of 40 years old. Secondly, he was studied and graduated from Cardiff University in Wales, the United Kingdom and he is willing to be interviewed when he got the aim of this interview. Finally, he wants me to do further research about the topic of leadership so as to improve the efficiency of both of our jobs by the application of the relevant plans.
	

	4
	Bias is a mental It is hard to avoid the influences from bias in the decision-making process which even decide the final results of such process. However, bias may contribute to the critical thinking in the decision-making process from this point of view. Leadership also being influenced by the bias in the decision-making process. 
	

	5
	My research topic is based on the exploration of the application of human resource management in the organizations. Therefore, it is important to develop my network for the research to better understand this topic. Firstly, there are different types of organizations with different characteristics of management within these enterprises so as to makes the complexity of the application of human resource management. Structure, government, organization, human resource management, efficiency, customers are the key constitutors in the network according to my primary research on the topic.
	


J.K. Rowling, a famous writer, said that dark and difficult times lie ahead, soon we must all face the choice between what is right and what is easy. Such circumstances also confused leaders when they trap in difficulties about the development of their leadership in their organizations. Therefore, the discussion for the topics about the principles of adaptive framework, disruptive technologies, introducing my leader, reflection on bias in decision-making, Actor Network Theory and agency and responsibility, and developing my network seems to be meaningful and useful for us to learn and grasp the key points of these knowledge. Among, I choose five of them to comment on and I have got some reflections on these topics. 
In the discussion of the adaptive leadership, I explained the meaning of the principles of adaptive framework and try to identify the technical and adaptive problems respectively by the use of the principles of adaptive framework. It not only makes the leadership to be a cooperative activity but also disperse the power by the application of adaptive leadership. The adaptive leadership theory is an effective tool to address problems from incidents and cases which could bring a new viewpoint to the analysis of incidents and cases for leaders from my personal point of view. I keep my curiosity in the study of this theory and I think it is a magical tool for some circumstances that emergently need the guidance from leaders by the use of adaptive leadership. So it is a practical tool for the leaders of organizations to address the problems in their enterprises. It has to admit that some incidents we encountered are typical adaptive so as to not easy to be defined in a simple way. 
The discussion for other topics also makes me impressive about the use of relevant knowledge in my real life. I obtained a series of new perspectives for viewing and analysing the cases and examples in my real life after I learned and discussed these topics. However, we should also admit the limitations of these perspectives about these topics. For example, it helps us to find problems from incidents and cases but limited to the discovery of resolutions for these problems by harnessing the adaptive leadership.(Jefferies, 2017) However, it is still benefits leaders to improve the efficiency of the operations of the organization when he/she encounter the adaptive challenges because it effectively makes the power dispersed and reasonably arrange and allocate the potential jobs to his/hers subordinates which possible promote the development of the organization.(Maclaughlin, 2020) In a sense, even it is practical and meaningful for the development of justice in an organization or team.(Sarid, 2021) For the discussion of the topic about introducing my leader, I re-examine the characteristics of my leader by harnessing these knowledge from class and really brings me new perspectives on him. It is a super challenge to be an excellent leader for most of his/hers employees in one team or organization. Even it makes me feel hopeless to achieve such a target and almost each leader has his/hers rumours or gossips from others. But a great leader is such a person who makes the impossible to be possible and exert his/hers energy on it from my personal viewpoint. Therefore, it could contribute to the leader’s decision on the management of the organization by the use of Cynefin framework, mastering the skills of complexity and simplification and the use of Latour’s Actor Network Theory.(The Cynefin Framework®, 2021) It can contribute to identify and diagnose the problems better by harnessing these above tools.
However, it is still existing limitations by harness these skills and theories to improve leadership in one organization because it needs leader to undertake the circumstances completely to judge which kind of strategy he/she need to implement for such situation.(The Cynefin Framework®, 2021) Moreover, it is too comprehensive to concentrate on seeking the best resolutions for problems by the use of Latour’s Actor Network Theory according to its characteristics.(Park, 2020)
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Figure 3: The formal structure of the network map of my organization(Administration Department of the school)

Figure 4: The informal structure of the network map of my organization(Administration department of the school)
Dumas pere said that all for one, one for all. The meaning of this sentence shows that anyone could break all of their relations with outside and live alone in the world unless they want to live in the vacuum forever. Therefore, it is important for people to develop their own network for their own development in such environment. Cullen, Palus and Appaneal expound seven reasons why leaders need to improve their leadership in the organization from the network perspective.(Cullen, palus, and Appaneal, 2014) These reasons are includes relationship matters, the importance of informal channel for the completion of jobs, the relations between the leadership and relationships, the way that successful leaders choose to conduct their networks in their organizations, the importance of innovation networks, and interdependent. 
As the network shows that there are 7 leaders in my network map. Among, five of them are my immediate supervisors, others are my group leaders. 11 of these members of the organizations are hired by the university and 6 of these members of the organizations are hired by the school. However, all of these 17 members work in this organization which is the administration department of the school. There are visible and invisible structures and relationships exist in my organization and these may support or undermine the leadership of my leaders in this network according to the Center for Creative Leadership’s viewpoints.(Cullen, Palus, and Appaneal, 2014) Moreover, it also introduces a series of actors in a typical network which comprises of central connectors, peripheral players, brokers, boundary spanners, energizers according to the definitions from the Centre for Creative Leadership. Such concepts and perspectives can contribute to my network analysis of my organization. As the formal structure of the network map of my organization shows that Zhisong Tang is a typical central connector as he has the largest number of direct connections in this network according to the definitions from the Centre for Creative Leadership. Yan Zhang, Mengru Gao, Yanna Tian, Nan Chen, Hua Zheng and Jinjin Wang are peripheral players of the organization because each of them just has two connections with other members of the organization according to this map and definitions from the Centre for Creative Leadership. Zhisong Tang is also a basic broker because he is in a unique position to develop or undermine the future of his group. Compare to Zhisong Tang, Limin Xu is a senior broker of the whole organization because he is not only in a unique position but also he has more authority than dean of the school has according to relevant regulations in some specific circumstances. In addition to this, Zhisong Tang can also be recognized as a boundary spanner whose transfer the information from different parts of the organization and is key for fulfil the needs of different parts and the change of the organization.(Matous and Wang, 2019)
However, the informal structure of the network map of my organization shows the potential connections between these nodes. Such connections may contribute to the improvement of the leadership and efficiency of the organization but also may undermine the leadership and efficiency of the organization because too many connections may make them overloaded in their work so as to decrease the efficiency of the organization. 
Therefore, a development plan for the network of my organization is urgent and essential for the further development of our school. Firstly, the application of the boundary spanning leadership could effective enhance the innovation and efficiency of the organization because it can contribute to the creation of directions and alignment and commitment across the boundaries for the development of the organization. It could also contribute to the mitigation of overloads of central connectors of our organization because other nodes may share his workload by the use of boundary spanning leadership.(Prysor and Henley, 2017)
Secondly, it is so important for leaders to realize the power of the organizational culture for the development of the organization.(Vveinhardt, 2018) Most of members of the organization has few connections with other members according to these two network maps. Moreover, many of them are afraid of undertake more responsibilities in their job position because they think that there is nothing business with others’ work according to the interview with these members of the organization. Therefore, develop interdependent leadership cultures is critical to improve the previous organizational culture because it could enhance members’ compatibility and confirm their own mission which relate to others in the organization.(McCauley-Smith et al., 2012)
Finally, the power of updated technology should not be ignored for the efficiency and leadership improvement of my organization. Leaders and staff are more easy to work online which hard to be limited by the place or other conditions compare to the technologies ten years ago. So keep update the technologies which used in the organization is also important for the development of the organization in future.
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There is a sentence which could enlighten us for the importance of reflection from an American thinker and inventor, Thomas Edison, said that if you don’t learn to think when you are young, you may never learn.(30 Best Quotes to Inspire You to Never Stop Learning, 2021)
Reflection is a useful tool for people to think about themselves about their own behaviours and minds to improve themselves better in the future.(Bronfman, 2015) Gibbs’ reflective cycle explicitly shows the process of reflection which includes descriptions, feelings, evaluation, analysis, conclusion, action plan. It should be notice that there is no final conclusion for the reflective cycle and it is a never-ending cycle for people’s unremitting thinking on something. 
The topic of the debate is about whether the robots could do better than our current political leaders. I felt so excited about this topic because the topic about artificial intelligence is the future research direction in many scientific research fields. However, it is still a challenge for me to prepare for it as it covered too many scientific research fields that require me to read a great deal of references to support my viewpoint. I admit that the viewpoint about the development of robots could contribute to the development of the society under the supervision of the relevant systems in our society such as the supervision from the ministries of industry and security, etc. However, it doesn’t mean that robots can replace humans in our life which based on these three main limitations according to our research.
Firstly, the brain can work more efficiency than computers especially when deal with a series of problems sometimes. In some specific domains such as the field of medicine, the application of artificial intelligence still can’t replace dentists to operate because it is an elaborated process for dentists to operate in one person’s mouth. Moreover, dentists had to consider more about the effects of the relevant materials which used in one patient’s mouth and precisely evaluate the results about that. The robots can’t conceive it and highly rely on its configured programme which exist limitations for the protection of health of the patients.(Robots can’t really replace dentists, 2018)
Secondly, human could do far better than the computers and robots in some specific aspects such as ideation, creation, and the forms of communication. Robots and computers could only do the job according to the programme which defined by humans. It is impossible for robots and computers to have the capacity to create disruptive technologies for the world in this way.(Diamond, 2018) 
Thirdly, the brain has unconscious mind and the robots and computers do not have. The unconscious mind is important for humans to reserve everything we felt in our mind. Such function makes our brain more flexible than the computers or robots do.(Scheck, 2011) 
I concluded these three main reasons to support my viewpoints for the debate. However, I still keep the use of my critical thinking on the analysis of this topic because such conclusion may change because of the change of a series of factors such as the development of the relevant technology in future. The future of the development of the relevant technology is hard to be evaluated and it needs me to read and master much more academic thesis to consider and think it. The limitation for the preparation of the time for the debate is one of the limitation which makes the result of this debate not critical enough because it does not cover the discussion of more domains in the research of this topic. I will read more academic thesis and take more time to investigate and collect the data from many ways. Then I will test it by a series of methods to make it to be more critical to improve the quality of the debate next time.
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Do not for one repulse, give up the purpose that you resolved to effect. Such quote is from William Shakespeare whose is a famous British dramatist for the world and the development of the British culture were deeply influenced by his work. Whatever, this motto is highly relevant with my leader’s dilemma he encountered in his job position. Mr.Zhang, whose is an young associate dean, got troubled with his management in his team. Some of his employees who is older than him are not willing to comply with his orders and arrangement. Such thing negatively influences the efficiency of the operations of his organization and some important tasks had to be postponed due to this reason. He wants to punish them which based on their performance but he also extremely worried that these employees’ performance will get worse after punishment happened. Then he has to calm down and consider what are the resolutions available for his leadership dilemma. Then, four plans just come out for the resolutions of his leadership dilemma after the analysis of the leadership dilemma.
The first resolution is highly relevant with the Six Honest Serving Men model. Mr.Zhang could understand and get the essence of the leadership dilemmas better by the use of the Six Honest Serving Men model. It will make the leader and employees re-examine the bias from the aspect of how, when, where, what, why, and where around the essence of the bias.(Asher, 1969)
The model of sensemaking procedure could also contribute the resolutions of his leadership dilemma from the perspective of the plan-making and doing. Actually, it could be simply concluded with three steps. The first step taught us the importance of the exploration of the wider system of the situation. It could also be comprehended that is a systematic process which help leader to explicitly define the situation. Moreover, it could also help the leader to get rid of the interference from irrelevant factors about the situation. The second step could help us to illustrate the mind about the situation by create a map or story about it. The final step is all about actions for the plan made by leaders conducted in previous two steps. Such step is not just actions but also is a learning process for leaders to incessantly improve the situation. It is also a valuable chance for leader to test his result of the plan and then take actions to adjust the content of the plan for the test in next round.(Jha, 2020)
The method of design thinking is also helpful for leaders to adopt for his leadership dilemma. One of the major characteristics for this model is emphasize.(Penzenstadler, 2020) He will understand his employees better and know what they really want if he started to empathize his employees in their job positions. It is so hard for a leader to take a step on it but it is an important step for the whole process. Then the leader could define the situation better and create ideas for the possible assumptions. The leader should identify the possible resolutions after the creation of ideas for the possible assumptions and then test the results and get the conclusion about it.(Loewe, 2019)
The last method for the resolution of the leadership dilemma is about the use of Cynefin Framework. It is a method which could help the leader to find the source of decision-making process. It categorized problems as simple, complicated, complex and chaos. Mr.Zhang could learn the situation better by the use of Cynefin Framework and it can contribute him to resolve the problems fundamentally.(The Cynefin Framework®, 2021)
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There are several notable leadership approaches which are extensively used for the resolution of the leadership dilemmas. It inclined to categorized the leaders as several kinds of leaders by analysing their characteristics and relevant approaches are mainly focused on the analysis of the relevant characteristics to effect the final result of the analysis. For example, Bill George explained the authentic leadership from 5 dimensions which includes purpose, values, relationships, self-discipline and heart respectively. The Greenleaf’s servant leadership model was also created based on the conclusion of the leader’s personal characteristics. Leaders whose could be reckoned as Greenleaf’s servant leadership that he must compliance with a series of standards based on the four aspects which embrace listening, empathy, healing and awareness. Each kind of factor has its standards to measure and judge the leader better.(Robert K. Greenleaf: a life of servant-leadership, 2004)
Moreover, the intent-based leadership approach was based on the judgment of leaders’ behaviours. Such leadership is a typical result-oriented approach used to measure and analysis the leadership better from this point of view. The leader need to focus on achieving greatness of the organization, enlighten people’s thinking and give their safety, transform the authority into the information service, good for the environment protection and always be energetic to create new ideas.(Khoreva and Vaiman, 2015)
Furthermore, there is another way to resolve the dilemma by the combination of the leadership and systems. The representative example is the Complex Adaptive System. Such system contains humans as agents which are not only include human themselves but also other factors such as technology and objects. Such factors worked together which directly lead to the results of complex and adaptive behaviours. The leadership will become to be more energetic and productive and sensemaking to take advantage of the characteristics of such system.(Kovacs & Corrie, 2017).
Complexity leadership approach offers leaders a new viewpoint for the resolution of the leadership dilemma. It is especially suitable for the analysis of the complex interplay of mass interacting actors from the system.(Morse, 2020) The relevant conclusion may bring a new mode or pattern for the use of leadership in the organization.(Uhl-Bien, Marion and McKelvey, 2007, p. 299) 
From the analysis in the blog 5, I concluded two aspects which are highly relevant with the use of Mr.Zhang’s leadership in his organization. The first aspect is about Mr.Zhang’s motivation towards the change of his organization. He will be full of energies to do it if he has a strong intention for the change of his organization. Inversely, he will intend to maintain the status quo if he don’t have a strong motivation towards the change of his organization. The second aspect is about his empathy for his employees. He may easy to find the resolution for the leadership dilemma if he is strongly empathy his employees. I would like to name this model as motivation-empathy model based on its characteristics. However, all about these is just a series of assumptions and need to be test in my future research.
[image: C:\Users\Patrick\Desktop\The motivation-empathy model.jpg]
Figure 5: The Motivation-Empathy Model



Interview note:
Question 1: Have you ever experience the turbulent times when lead in your team of the management for undergraduate education in the school of economic and management of Beijing University of Chemical Technology?
Answer: Of course, as an associate dean for the management of undergraduate education, I was always experience the turbulent times for unexpected things about undergraduate education and I have to deal with each of these in some appropriate ways at each semester. Some of these may derive from external turbulent environment and some originate from internal turbulent organizations itself. However, the turbulent times will continue once I can’t resolve it in a right way. Therefore, I was always try to find the most efficient resolutions to deal with these difficulties to improve the management for undergraduate education of my organization.  For example, our management team always dedicate to establish efficient systems to improve the efficiencies of the management and decrease teaching accident rates for undergraduate education of my organizations. However, there are still exist the possibilities of teaching accidents which makes our organization to be a turbulent organization. One young teacher of our school miss his invigilation for one of his final exams which arranged by office of educational administration of our university. The reason for this is just because he did not awaked by his alarm clock which he set at yesterday night and he has been reminded and informed about this invigilation over and over again by our staff in the past days. As a result, he was not only punished by this teaching accident but also bring turbulent times for the development of our organizations. I was even inclined to admit that there are no radical resolutions for the avoidance of teaching accidents which caused by personal reasons. Whatever, my duty asks me to still pay efforts on how to radically decrease the teaching accidents rate in my organization. It is so sad for me to receive such result at that time and it even bring turbulent times on my mind. Now I am still looking for the best resolutions for such challenges and I believe that I can still improve our systems of management for the undergraduate education of my organization.
Question 2: How do you think of the complexity and precarity of our organization?
Answer: I have noticed that fact. I find that most of my staff are women. Among, the percentage of elderly staff is nearly 30% of the sum which is higher than most of the institutes of BUCT. For the percentage of young people is also approximately 30%. Many of these staff are also working class people. Therefore, these staff are typical precariat of our organization from the meaning of precarity. I have to consider and careful mention their internal mind for the development of their personal career. As you know, many staff will contact me to resolve their difficulties in their job. Their satisfaction for me is not easy to be achieved by successfully resolving their difficulties as soon as possible. The relevant circumstance will become serious if I careless these procariats’ internal minds for their life. It sounds a little complex but it is true that every leader has to face this problem from this point of view in our organization. Moreover, they are also worry about the performance examination per year and there is a published official document shows that the performance examination for per staff will happen at each half year. It will be more crucial for these precariats to prepare. I think the most important thing for me is to constantly search for a continuous improving methods to better encourage my staff to work on their jobs. However, it is destined to be complexity.
Question 3: Which is the biggest challenge for you for the application of your leadership in the management for the undergraduate education of your organization?
Answer: To better answer this question, I would like to summarise some key points for this question. Firstly, how to improve the system for management based on original system is one of the important key points for the management of undergraduate education of my organization. Such system could not only help me to improve the efficiency of staff’s work but also motivate them to achieve higher goals of their jobs. Secondly, I will stimulate my staff to consistently improve themselves after work. In detail, I will encourage them to participate the relevant management courses and Office Software courses to better improve their management skills for their jobs. As I know, some of above courses will be held regularly by the centre for faculty development of our university. And the senior managers also highly encourage them to attend these courses to constantly improve their performance of their jobs. Such course even relevant with their individual performance assessment per year. I am inclined to divide the factors which influence the staff’s performance of their jobs into non-human factors and human factors. I think that both above factors and measures could be concluded as non-human factors. Moreover, human factors are also complex and hard to be predicted in the context of our organization. It is really hard for me to enter my staff’ heart to give their effective support for their jobs. And I also need to learn how to decrease the negative effects from office politics and balance the relationship between my staff. In addition to this, I should also try my best to follow the code of conduct to keep integrity in my decisions for my management when is relevant with staffs’ benefits.(Palanski and Yammarino, 2007) I think the above human and non-human factors of my leadership for my staff are the challenges for the application of my leadership in the management for the undergraduate education of my organization. Whatever, the biggest challenge for me is how to build 
Question 4: As an associate dean of the school of economics and management of Beijing University of Chemical Technology, have you ever encounter the leadership dilemma in your management for your team, such as the low efficiency of the executive ability in your team, etc.
Answer: Sure, I encountered some leadership dilemmas sometimes which even influence the leadership for my team. One of these is about the structure of management. I was committed to delayering the structure of management to improve the efficiency of my team.  Moreover, I also tried to simplify the process of our job to achieve the same target. I never worried about the complexity and chaos of my organization. I will concentrate on simplify it once happened.
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The background of the leadership dilemma

Mzt.Zhang 1s an associate dean for undergraduate education of the school of
economics and management in Beijing University of Chemical Technology;

He worked hard in his position and he has a high expectations for his
leadership in the organization. He hopes that he can improve the quality of
undergraduate education of the school of economics and management.

However, there are still exist an leadership dilemma which negatively
influence his leadership in the organization
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The introduction of the leadership dilemma

°® Some employees are not work hard because he is younger than them.

® The dilemmas is his management may face with more the difficulties when
he adopt some measutes to punish these employees because others are hard

to replace their position in the organization.

* However, that’s doesn’t means that employees doesn’t held the similar bias on
him for his leadership style. If Mr.Zhang does not take actions for this, such

dilemma will never be resolved in future
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The resolutions of the leadership dilemma(1)

® According to the Six Honest Serving Men theory, he and his employees
could think about this dilemma from six aspects to ask themselves which

includes where, when, how, what, why, where around their bias.(Asher, 1969)
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The resolutions of the leadership dilemma(2)

® Or Mr.Zhang could also resolve this leadership dilemma by the use of
sensemaking procedure.
® There are three steps for the sensemaking procedure(Jha, 2020):

(1).Explore the wider system of the situation
(2).Create a map or story for it

(3).Take actions to learn from it;
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The resolutions of the leadership dilemma(3)

The leader could also consider to resolve the dilemma by the use of design
thinking;

Design thinking 1s a process which used for solving problems through a

series of procedures which embrace empathize, define, ideate, prototype and

test.(Penzenstadler, 2020)

It includes a series of cycles to help leader to identify the resolutions of the
leadership dilemma.(Loewe, 2019)
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The resolutions of the leadership dilemma(4)
Cynefin framework could contribute leaders to find the source of decision-
making process.(Fierro, Stefano and Lucio, 2018)
It categorized problems as simple, complicated, complex and chaos.(The
Cynefin Framework®, 2021)
It could makes the leaders comprehend the situation better and find relevant
resolutions for his leadership dilemma.
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