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1. [bookmark: _GoBack]EXECUTIVE SUMMARY 
In this report I looked at leadership skills that are required to become the world leader in innovation. I focused on external factors such as VUCA and internal factors such as CAS. I looked at what skills a leader should possess and the intensity of how innovation is important in leadership. I then went into emotional and social intelligence as that’s also an important factor. I also viewed globalisation and its impact as that is also an important megatrend. Lastly, I finished with giving recommendations on how to implement these skills into leadership as it will create and define an effective leader in an organisation.






















1. INTRODUCTION 
In this report I will be demonstrating leadership approaches and skills that are required to deliver its strategy to become the world leader in innovation and excellence in the technology sector. I will do this by looking at external factors such as the VUCA environment, and internal factors such as CAS, the increasingly complex nature of organisations, leadership practices which foster innovation. I also will be looking into megatrends such as technology and globalisation, and I will then be writing a critical review of the information sources I have researched and recommending micro experiments for the organisation to consider to support the delivery of their strategy. According to the Financial Express in a VUCA world, KRAs then get redefined to focus on key leadership and managerial capabilities. 
A few consistent themes are seen across organisations on behaviour skills that they use to evaluate an individual such as: self-management, communication, teamwork and partnerships (2020). Arguably, organisational success depends largely on effective leadership and management. Leadership is viewed as authority and influence, a sense of power. Northouse (2007) describes leadership as “A process whereby an individual influences a group of individuals to achieve a common goal”. Furthermore, organisations focus on building a team and plan to achieve the same goal. A leader is considered to be an individual who leads the bottom hierarchy to reach the goals of an organisation. All the different theories suggest that a leader has a big impact on the team and the organisation’s goals. 













    3. LITERATURE REVIEW 

TECHNOLOGY 
Technology is an important factor driving the need for change because it is still evolving and being used more and more every day. Technology is used for buying and sending things online, making appointments, checking social media updates, communicating via text message, video call or phone call, ordering food and so much more. Aurik, Anscombe and Jonk (2018) note that technology can automate much of what we call management, giving leaders more time to lead. As digitisation disrupts at an ever-increasing rate, leaders are challenged to accurately anticipate shifts in the business environment, and to make their organisations markedly more agile. Technology will permit leaders in an organisation to extend its obsession to have the right people in the right jobs at all times. It will allow the employee experience to be personalised, so an individual’s fit with the job can be continually upgraded as the world changes. A great fit releases human energy and delivers superior results against competition (HR Tech Conference, 2019). Employees are adapting to technology in the workplace therefore the HR department in the workplace will be required to do the same. In relation to VUCA, technology is a good example of the volatility section of the VUCA acronym as technology is forever growing and changing. With technology forever expanding, it is making it difficult for VUCA leaders as they are required to keep up with these changes.

VUCA
Firstly, VUCA is an acronym which entails Volatility, Uncertainty, Complexity and Ambiguity which was first introduced by the US Army, as a military and geopolitical term, to define the world after the collapse of the communist bloc at the beginning of the 1990s. It is used in the field of business strategy and management, since the environment has become less predictable and full of changes, doubts and conflicts (Zvada, 2019). VUCA leadership aims to manage the unpredictable changes that occur and has been adopted in organisations to help with leadership, strategic planning and crisis management/ recovery. Leaders are expected to make decisions fast and manage large amounts of information, a VUCA approach to leadership can assist this and help prepare for managing any risks and uncertainty. 






Half suggests that VUCA leaders are: 
 
· Preparing for as many alternative realities, challenges, and issues as possible
· Anticipating market, technological, economic, and other trends, opportunities, events, and risks
· Increasing the level of preparedness for change
· The ability to adapt strategy for both expected and unexpected change
· A need to practice leadership agility and hiring employees who are capable of adapting to change
· Creating a corporate culture which is supportive and adaptive to change and uncertainty
· Practicing a non-linear approach to decision making and encouraging “out of the box” thinking
“A leader who is able to manage uncertainty whilst still maintaining their vision and mission will be a true asset to an organisation” (Half, n.a). Bilkha (2020) states that in the World Economic Forum Future of Work Skills report key skills are identified such as emotional intelligence, critical thinking, people management, creativity and decision making. All of which are critical skills in VUCA leadership. The VUCA model identifies the internal and external conditions affecting organisations today. VUCA has recently been integrated into many organisations as a framework to approach challenges brought by external factors such as politics, economics, society, technology and the environment.
In regards to the volatility aspect of the VUCA acronym, leaders are required to be liable to change rapidly and unpredictably and need be agile and responsive, having strategies in place to manage risk. Leaders that have a clear vision of where they want the organisation they’re working in to be in 5 years and have planned for volatile changes such as environmental and economic changes, possess the qualities of an efficient leader. Being a leader also requires you to be complex, complexity consists of different connecting parts. To prepare for being a leader in a complex environment, leaders need the ability to notice patterns and be able to understand enough to adapt to the organisations needs. “If you want to be sustainable you need to base it on your character” (Ducheyne, 2017). 




Johansen proposes that the best VUCA leaders are characterised by vision, understanding, clarity and agility (Ducheyne, 2017). It is essential for leaders to develop and demonstrate collaboration skills and teamwork as they are required to lead a team in the right direction to achieve the goal. Finally, leaders in a VUCA prime must have excellent communication. Communication is one of the most important qualities a leader can possess, Angelo notes that when it comes to organisations, communication is important because there are situations where complex ideas will need to be shared (2014). Praveen suggests that simulations are powerful learning tools when developing VUCA leaders because they give participants a chance to practice skills in a safe non-threatening environment (2018). Simulations are used to help leaders assess their strengths and weaknesses which can range from role plays, to day centres to virtual simulations. 
However it can be difficult to deal with the unexpected fluctuations and mandate change when uncertainty in decision making occurs. Calvert suggests that when the complexity of what you’re doing convolutes others’ understanding and depletes their motivation, it can range from unsettling to utterly unproductive. A lot is expected from a leader in the VUCA world therefore adding pressure to their role in the organisation and adding to their demanding list of tasks. In the VUCA world there is a constant pressure to perform well on behalf of organisations. There is a need to constantly keep up with what is happening in the markets and environment. Kraaijenbrink notes that leaders can’t respond to everything happening around them and they can’t allow themselves to stress as they need to be the confident leader that their company requires (2019).

GLOBALISATION
“Globalisation is a process that is drawing people together from all nations of the world into a single community linked by the vast network of communication technologies” (Spirit of HR, n.a). Globalisation is linking individuals together via communication to allow everybody access to work related tasks from different parts of the world, as recently this method of working is becoming more popular and more efficient by the day. Global staffing and global leadership development are the two components of global human resources with the greatest potential for powerful leverage for global firms (Pucik, 1996). As more leaders in organisations manage diverse teams and negotiate with companies abroad, they learn to develop a new leadership style, and they adapt to different cultures while retaining the most essential elements from their own. Vilner (2017) suggests it’s possibly this strategic combination of elements drawn from different cultures that constitutes the best approach to good global leadership. 



But more importantly, engaging with the business practices of different countries highlights where cultures share common ground. Even with variation in leadership strategy, values like respect and compassion, innovation, and honest communication are universally relevant. Included in the VUCA acronym lies complexity. Looking at complexity is key when adapting to globalisation in HR because you may be doing business in many countries with all unique environments and legislations which you will need to learn in order for business within your organisation. 
 
COMPLEX ADAPTIVE SYSTEMS
However, there are internal factors affecting leadership such as Complex Adaptive Systems (CAS). “Complex adaptive systems are made up of agents that are information processors with the capacity to modify their behaviour based on information they receive. These agents are diverse from each other, and this diversity is the source of the creativity required for survival” (McDaniel, 2007). CAS are characterised by diverse agents that learn and interact with each other, self-organised, and co-evolve with the environment. Code.org (2020) breaks it down as: 
Complex = difficult to understand or difficult to predict
Dynamic = moving, changing 
Adaptive = changing to adapt to an environment or condition 
CAS is system that has no leader or any individual coordinating others actions or roles. The system reacts and adapts to any elements that are altered, and emergent patterns are generated through the interactions of the agents. However, CAS has its advantages and disadvantages. The advantages are it focuses on relationships rather than cause and effect, it provides a foundation for analysing knowledge, presents new ideas for change and provides a clear picture of forces that are affecting change. Furthermore, The Health Foundation (2010) state that the disadvantages of CAS are that it is not well defined or differentiated, it lacks comparison with other theories and is used to justify a lack of intervention. Organisations expect CAS makes work uncomfortable for managers as uncertainty and unpredictability are inescapable and there’s no leadership skills with these systems.






LEADERSHIP SKILLS

INNOVATION
Leaders should possess many skills in order to be an efficient leader, innovation leadership is one of those important skills. To deal with unfamiliar situations and challenges, a leader must understand the situation including its variables. According to Horth (2014) leaders must learn how to create an organisational climate where others apply innovative thinking to solve problems and develop new products and services. It is about growing a culture of innovation, not just hiring a few creative outliers. Leaders can’t rely on rational decision-making, instead they must try to make sense of the unfamiliar, which requires innovation leadership. There are 4 parts to the innovation process: clarify, ideate, develop and implement.
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FIGURE 1 – 4 Step Targeted Innovation Process. (Source: Center for Creative Leadership).

The Center for Creative Leadership (n.a) describes the 4 stages:
1. Clarify. Innovation develops from a full understanding of the challenge. The people involved gather data and new information and perspectives emerge, allowing new opportunities in an organisation. Leadership in this stage is about developing a shared understanding of the situation and bringing together many different perspectives.
2. Ideate. This is the process of generating, refining and selecting ideas. The leadership role for ideation is essential as for this phase it is about creating possibilities. 
3. Develop. Concepts, solutions and plans need development and refining. The teams should also identify any stakeholders. Leadership at this phase is about creating a well-refined concept in service of turning potential solutions into reality.



4. Implement. The “doing” phase is about rolling out a solution.  Leadership during this phase is about keeping the innovation on target and meeting the needs of the organisational challenge that initiated the whole innovation process originally.
However, there is a lot more to innovation than just the generation of ideas. Leaders must know how to collaborate as innovation does not happen in isolation (Horth & Buchner, 2014).

EMOTIONAL AND SOCIAL INTELLIGENCE
Organisations are always searching for ways to improve the capabilities of their leaders to keep up-to-speed with the ever-changing business environment. Leaders often lack leadership behaviour and need to effectively develop their emotional and social intelligence skills. The relevance of emotional and social intelligence to effective leadership behaviour in organisations is becoming more important (Dippenaar & Schapp, 2017). Bass suggests social intelligence and emotional intelligence contribute to transformational leadership. The thesis is that truly exceptional leaders must possess multiple types of intelligence. Social and emotional intelligence are particularly important because these contribute to the transformational leader's ability to inspire and build relationships with followers (2002). 
Goleman & Boyatzis (2008) state that the concept of emotional intelligence continues to occupy a prominent space in the leadership literature and in everyday coaching practices. But in the past five years, research in the emerging field of social neuroscience—the study of what happens in the brain while people interact—is beginning to reveal subtle new truths about what makes a good leader. The concept of leaders needing social skills is not new, as in 1920, Columbia University psychologist Edward Thorndike states that “the best machine in a factory may fail as a foreman for lack of social intelligence”. High emotional intelligence is linked to a leader’s ability to build active networks (Cullen, et al., 2014), which is linked to effective leadership.















CONCLUSION
In conclusion, there is a large amount of research and evidence based around the leadership skills that are required in order to be an effective leader. Taking into consideration VUCA, technology, globalisation, CAS and social and emotional intelligence, there is more than enough evidence to present why leadership is important and why it is used heavily in organisations. By looking into aspects such as innovation and what fosters it, its clearly demonstrated why effective leaders are used in organisations. I will also be making recommendations on micro experiments that can be used for the organisation to consider to support the delivery of their strategy towards leadership. A leader can be extremely affective and successful in one organisation, while failing miserably in another. Nevertheless, an effective leader in a wide range of contexts will be confident, honest, intelligent and creative; they will have a drive for achievement and the ability to motivate others and to adapt (Watson & Reissner, 2014). “Leaders and managers need to develop a wide array of attributes and skills and are required to have the ability to communicate with distinct groups of people” (Watson & Reissner, 2014). It is not only important for an organisation to have leaders, but to have leaders who possess the relevant skills.
















RECOMMENDATIONS 
I recommend a micro-experiment as experiments help us learn and improve. A well designed experiment: has an end, at which point we can reflect on what we have learned, is fully documented, so others can verify your results and build on them and is conducted under controlled conditions, for example changing one variable at a time to avoid conflaiting the effects of multiple changed (Marquet, 2020). 
Adopting a lab mindset will be benificial as a lab mindset creates an environment that encourages employees to become curious and investigate hypothesis and look at data to validate. According to Bravery (2020), creating a lab mindset requires building up the layers of an innovation culture and intergrating them into performance management. This experiment requires companies to think carefully about the formal and informal messages they send, including what type of innovation is rewarded to employees. Rewarding leaders on how many ideas they coach to fruition might be more impactful than celebrating idea generation.
Innovation labs are becoming popular in organisations as mining employees’ behavioural data means that HR can match skillsets and individuals to types of work that suit them. Ensuring the team is diverse, and pairing employees with people who they wouldn’t normally partner with will simulate ideas and allow employees to step out of their comfort zone in the workplace. These task forces are required to undergo training to develop organisational vocabulary to avoid any misunderstandings. Bravery also sugggets taht self-paced micro-learning experiences (such as Inventium’s Customer Driven Innovation program is a great way to build this new language (2020).
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