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[bookmark: _Toc32925709]Executive Summary 
This report aimed to present an in-depth analysis regarding complexities that are involved while managing and leading people in the company. The secondary information was gathered throughout the report and the published record shared by authors in the past was studied. The findings of the report reveal that the practical application about leadership and management principles and theories allows enhancing the effectiveness of managers and leaders in order to meet the need of organizations within the VUCA environment.
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1. [bookmark: _Toc32925710]Introduction 
This report aims to present analysis about recognizing and evaluating complexities that are involved in managing and leading people within the organisations. The report reveals practical application about leadership and management principles and theories and evaluates the design and the implementation strategies that allows enhancing the effectiveness of managers and leaders in order to meet the existing and future need of organisations. The research in this report is conducted from a complexity perspective, which suggests that in the 21st century, the organizations are operating in a complex environment and composed of a complex system in which the interacting agents adapt, learn or co-evolve (Cutts, 2015). Organisations need to foster innovation in order to facilitate adaptation in changing the business environment to meet the necessities and understand dynamics. Therefore, by exercising leadership, the managers can nurture innovation become adaptative and ensure high performance over time. 
The report is categorized into various parts. In the first part, the VUCA environment is presented, and the second part reveals about increasingly complex nature of the organisations in the 21st century. The third section presents approaches to leadership and the fourth part reveals leadership practices that foster innovation. Lastly, the report concludes with recommendations that can be implemented by organisations to implement the strategies. 
2. [bookmark: _Toc32925711]The VUCA environment 
Today, the organisations are operating in a society where the complexity and change are increasing day-by-day. Since past decades the concept of the VUCA environment has emerged as the term adopted from military to other management concepts. The four-key factor of volatility, uncertainty, complexly, and ambiguity are the most common elements in the nature of the business environment of the 21st century (Interaction Design Foundation, 2019). Today, the organisations operating are facing a more dynamic and constantly changing environment. This is often in the context of the absence of innovation and the effective operations of business and leadership are about the management of complexity at the workplace. The phenomena of VUCA includes distinctive challenges along with the four diffident responses by which the organisations might ensure progress while going through these challenges. 
Organisations are operating in a volatile environment where the changes are constant. The volatile environment is characterised by unstable or unexpected events with the unknown durations (Conger, 2015; Kovacs and Corrie, 2017). In this type of environment, the strategy adopted by organisations is often evolving with solid degrees of agility and adaptability. The capacity of organizations to move further from the fixed goals towards the agile organisation with strong communication and clear vision becomes crucial. The flexibility of companies with regard to adaptability and agility helps to achieve the vision and during the experiences of volatility, the organisation creates some slack in the system in order to make their resources readily available for the response (McDaniel, 2007; Northouse, 2018). Therefore, organisations operating in volatility are at risk because the environment can be expensive, and the investment of the organisation must match the level of risk faced by the organisation. 
With regard to uncertainty, there is a huge number of factors that create challenges for organisations to operate. The organisations operating in the higher uncertain environment can find various ways and potential opportunities to meet challenging situations (Paudel, 2019). The uncertainty further encourages organisations to invest in the knowledge building and information sharing capabilities to increase resources and to mitigate the effect of uncertainty on the organisational environment. McDaniel (2007), stated that likewise uncertainty and volatility, complexity is another aspect which derived from various factors that are interdepend and interconnected. In the complex environment, the organisations are facing difficulty in processing which limits the capability to control. In such an environment, the organisations need to step up and develop the right environment where the success can be ensured and by facilitating and developing specialist organisations the complexity can be addressed through specialist advice (Bawany, 2016). Lastly, ambiguity is the situation that can be explained as a lack of defined goals. For organisations, it is essential to resolve ambiguity but in resolving ambiguity, the organisations require system thinking in order to understand about nature of complexities and capacity and willingness to experiment, test and learn from the experiences. The goal of the organisation is to adapt challenges so that they can work successfully in a volatile, uncertain, complex and ambiguous environment (Mikkelsen, 2016).
According to Codreanu (2016), the organisations operating in the VUCA environment need to build the capability of their workers to work in such an environment while remaining agile and flexible to cope up with the increasing demand for operating in the high-pressure environment. By developing capabilities such as coping ability, building resilience, creation, anticipation, and planning for responding to change and adopting can help to meet challenges successfully. Besides this, Du and Chen (2018), stated that the organisations also need to manage to compete for demand, and prioritize challenges in order to ensure innovation. By building the network and through developing a positive relationship, the organisations can lead successfully in a VUCA environment. 
3. [bookmark: _Toc32925712]Increasing the complex nature of organisations 
Cousins (2018), change is no longer interpreted as the term which is used for defining steady, gradual, linear, progressive innovation but rather it is defined as the term which revolves around the disruption, lexicon of hyper-fast, non-linear and transformative. The complexity is the component which is interdependent and interconnected. The controlling of the environment deliberately is unexpected because of the non-linear interaction (Chawla and Lenka, 2018). The interdependencies among different categories and different groups further increase the complexity, and today, the complexity added multiple layers of different components with regard to challenges and identities.  The complex organisations may not thrive in a complex environment because the certainty does not imply that there need to be controlled. The organisational that are complex are often having control throughout their system and subsystem. Therefore, the complexity cannot be managed but by ensuing coevolved with the increase in complexity, the organisations are not capable of becoming effective in the complex environment. 
Saleh and Watson (2017), stated that the uncertainty is amplified by the phenomena of complexity. The adoption of modern technology connected the people together and it created more loop of feedback and ensured interdependencies. The multi-layered network and intricate action create unintended consequences that are unpredictable. The organisations that are purpose driven are more likely to ensure adaptively and they become more complex in nature. However, by developing the shared belief, every member of the organisation can work under the social framework and participate in the system. By understanding the nature of complexity, the organisations can work well functionally and mitigate complexity at every level that emergences. However, Pu (2017), argued that if the organisational essence is based on the complex adaptive system of coordinated actions that the complexity is unmanageable. With regard to the complexity, these organisations need to disrupt their thinking and transform the roles of managers in order to make their system more productive throughout the complex environment.
Cheong (2017), defined that the nature of complexity is defined by the interaction among members of organisations and the relationship is often fundamental. This merely does not mean that everyone in the organisation needs to be nicer to one another or vice versa. For instance, the self-organisation does take place and there is some form of competition which is required. This means that things do not happen during interaction nor they happen in isolation, but the organisations must lead and focus on efforts in order to change the people thinking and their behaviour by training or mentoring (Williams, 2017). For instance, an organisation that wanted to innovate is focusing on how to develop and change the workers and the connected thing. These organisations make their people less or more proximate in order to change the environment and to increase the likelihood of unanticipated encounters. The shift in the interaction and its nature does create an impact on the workers and it ensures a more collaborative and creative environment in the organisation (Ruksana and Ahmed, 2019). Therefore, from CAS perspective, by managing the complex nature of the environment the organisations become adaptive and the independent source of ideas, information, thinking, energy, innovation and exchanges are life forces that have organisations intelligent (Elkington et al., 2017).  
4. [bookmark: _Toc32925713]Approaches to leadership to navigate the complexity
According to Abidi  and Nakagawa (2018), as CAS is characterised  based on co-evolve environment, diverse agents that learn, self-organize, non-linear interaction and contains emergent properties; thus, the agents which are made n CAS are information processor with the strong capacity to customize or modify the behaviors which are based on the knowledge or information that are received (Ngwenya, 2017). These agents are highly diverse from one another and diversity is the primary source of creativity that is essential for survival (Millar, Groth, and Mahon, 2018). The Cynefin framework is one of the widely applied leadership management frameworks that aid decision making within complex, chaotic, complicated, and disorder environments (Cognitive Edge, 2020). The Cynefin framework is one of the most effective leadership approaches that navigate complexity in an organisation. The framework includes five decision making context that allows managers or leaders to explore and identify how they can perceive the situation and make sense towards others and their self-behavior.  In the framework, the domain of simple, clear or obvious, reveals about known what is known (Joshi, 2017). It means that there are specific rules in the place or there are various best practices where the situation is clear and the relationship in terms of cause and effect are known or apparent (Bils, 2018). Therefore, the leaders making advice in such situations are ensuing self-categorize responses and they establish facts.  By applying the rules of best practices towards complex problems and by providing a leader with an effective communication channel, the workforce can be directed or guided (Mahlomotja, 2019). The leadership in such a situation ensures clarity and focuses on what is important and matter. By building a trustworthy relationship, ensuring transparency, developing connections, complex situations are identified and resolved.
In the Cynefin framework, the domain of complicated contains the known and unknowns. The domain reveals the relationship between the cause and effect which often requires the expertise and analysis in order to reach the right answers. The sense analyses respond by leadership helps to access the facts, analyse the complexity and apply the most appropriate strategy in order to operate effectively. In this domain, the leadership approach is often rational towards the decision making but the leader often uses their expertise and judgment traits in order to navigate the complexity occurring from a particular situation or environment (Dhir, 2018). In the Cynefin framework, another domain is complex which is critical as it represents the unknown to unknown complexity. In this type of domain, the causes and their effects can only be deducted in retrospect and there are not any right answers. The instructive patterns can be often emerging in this domain and the leader conducts multiple experiments that can often fail. The leadership approach can be problem sense-making respond to this domain to navigate complexity and the actions may change the situation in randomly (Shalbafan, Leigh, Pollack and Sankaran, 2018).  Lastly, the domain of chaos often refers to the domain in which the causes and their effects are unclear. The events happening within the chaotic domain are confusing and the leadership approach requires knowledge-based responses to navigate complexity. The act-sense response helps to act as per the established order and the senses where there is stability; the responses then turn the chaotic situation into complex problems, but in chaotic situations, the problems decision making is often paralyzed (Wootten and Kaslow, 2020). Among all the domains, the dark or confusion domain is in the center of Cynefin framework which reveals the situation where there is a lack of clarity about what domain needs to be applied. In this domain, the factional leader often argues with one another and they apply discord rules (Rimita, Hoon and Levasseur, 2020). 
5. [bookmark: _Toc32925714]Leadership practices fostering innovation
Leadership in the VUCA environment is about having the ability to create an impact and to influence the workers in the company so that they are engaged towards achieving the results within the organisation. The organisations are operating in a globalized environment that is increasingly volatile, complex, uncertain and ambiguous. According to Rimita, Hoon, and Levasseur (2020), various leadership competencies are pointed out which range from social intelligence, emotional intelligence, managerial coaching, effective negotiation, team performances, cross-cultural communication, conflict management and diversity management. These competencies drive the results and achieve the organisational success within the high-performance organisation (Rosenhead et al., 2019). 
According to Ruksana and Ahmed (2019), cognitive readiness is one of the effective leadership practices that allow fostering innovation in the company. Previously the traditional critical thinking provided the ability to the leader in order to recognize the assumptions and evaluate the arguments to conclude (Nandram  and Bindlish, 2017). The leaders were often creative, strategic, and problem solver but the cognitive readiness ensures mental, interpersonal emotional preparedness to meet the risk and uncertainty. It ensures innovation based on critical thinking which is non-logical, non-rational and the leaders are sensemaking, intuitive, adaptative and ensures agility to deal with ambiguity and manage emotions alongside (Al-Jaroudi, 2017). The cognitive readiness helps the leader to maintain better and effective self-control within the stressful situations (Clegg, Voss and Chen, 2019). 
The critical thinking is one of the most common and the tactical thinking skills which involves strategies as well as problem solving, creative thinking and decision-making thinking. The cognitive readiness ensures practical thinking by which the leaders lead through developing mental capability in order to innovate. The creative thinking allows to employ and to accelerate in VUCA environment.  Codreanu (2016), stated that in order to lead successfully the leader must LEAP through demonstrating the core cognitive competitiveness that based on traits of liberal where they are open towards new opinion and behavior. In innovation, the openness ensures creativity that further determines the willingness to adapt or to discard the existing values 
(Brodie, 2019). The leader that is liberal does promote new ideas and they are more adaptive to change in order to lead in a complex and volatile environment (Elkington, Van der Steege, Glick-Smith and Breen, 2017). The leaders are further exuberant and they have a strong sense of optimism and passion. They engage the team and the other members in order to find novel ideas and solutions in order to ensure organisational competitiveness. The positive nature and dynamic responses do maintain a trustworthy relationship throughout the innovation process and it helps to deal with uncertainty more effective manner (Bird, 2018). In order to evolve and proficiently change, the leader must have a trait of agility. The agility ensures that the leaders are supporting learning organisational goals that ensure next-generation leadership competencies that are emotional, social intelligence, or critical thinking that are essential for the continuous improvement and innovation (Raghuramapatruni and Kosuri, 2017; Bushe and Marshak, 2017). Lastly, the leaders adopt partnership practices and build a trust-based relationship with teams and external stakeholders (Chawla and Lenka, 2018). Therefore, the cognitive readiness practices as a leadership approach do allows leaders to ensure organisational innovation that is based on the leader’s ability to determine the aspect that leads towards success in an organisation.
6. [bookmark: _Toc32925715]Recommendations for micro experiments
· According to Dombrowski and Henningsen (2019), the shift from an approach based on problem-solving does help to make progress and actively engage throughout uncertainty. The organisations are required to have a higher level of leadership and managerial agility by which they can lead effectively throughout the UVCA environment. Below are the recommendations that can be adopted as micro experiments in order to lead effectively throughout the VUCA environment:
· The company can retain a clear vision against which the judgments can be one. With the agility to the flexibility and by responding accurately towards rapidly unfolding events r situations the organisations can successfully deliver their strategy 
· The new virtual modes for communication can be adopted to provide clear directions and by ensuing consistet messages the prioritise can be shifted continually in order to achieve the strategic goal
· The organisation can anticipate risk, but avoiding investing time on risk, too much can help to focus on long-term strategic planning. The organisation not only need to rely on the past solution but they also increase their focus towards temporary solutions in order to respond towards an unpredictable environment and ensure strategic achievement of goals
· By capitalizing complexity, the organisations can work across their talent management strategy. This enables the company to break down any uncertain or challenging situation rapidly, and by trusting on specialist advice, the ultimate strategy can be achieved 
· As the uncertainty often increase the opportunities for bold moves from the organisation; thus, the leaders can seize the opportunities and take chances in order to innovative 
· By encouraging networks rather than hierarchies, the organisation can reach towards new level and maintain inter-connectedness in order to deal with a more competitive environment 
7. [bookmark: _Toc32925716]Conclusion
Conclusively, it is concluded that the environment of the 21st century is highly complex and it is often characterised by the evolving nature of globalization, technology, consumer shift and advancement of a multi-generational workforce. The organisation is required to deal with new complexities that bring out significant uncertainty and ambiguity. The complexity in the past century was considered a negative outcome, but the evolving nature has shifted the behaviour of companies from negative to opportunity base perspective. The complex environment often provides companies to find new opportunities and gain a competitive advantage by maintaining differentiation. In the complex adaptive system, the leaders are often facing significant challenges while negotiating risk. The risk navigation is in the hand of leaders and they are responsible for strategic implications. Therefore, the CAS changed the role of managed and leaders which further changed the command and controlling aspect in the organisation. The adaptive nature of leaders and cognitive readiness does allow leaders to cultivate an environment in order to find innovative solutions that emerge from the interrelationship and interactions among the number of agents in the organisation. Conclusively, the ability of leaders to remain adaptive and flexible does help to maintain competitiveness and the flexible approaches help to respond towards organisational needs.
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