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[bookmark: _Toc34889425]1.Introduction
[bookmark: _Hlk32806408]21st Century leadership is a multidimensional and synthesize view of leadership that is based in relationships. VUCA is an abbreviation that stands for volatility, uncertainty, complexity and ambiguity (Rouse, 2013). Volatility refers to the quality of being subject to frequent, swift and essential change. In a volatile market, for instance, the prices of commodities can fluctuate significantly in a short time (Kraaijenbrink, 2018). Uncertainty indicates that affairs are undetermined. Complexity involves a considerable number of issues and factors, some of which tends to be intricately interconnected. Ambiguity is mainly reflected in a lack of clarity and the difficulties of understanding the truth of the situations (moving performance, 2016). 

There are five megatrends shaping people’s future including technology, demographics, rapid urbanization, climate change and resource scarcity (Pakciarz, 2016). Pakciarz (2016) summarized that the development of technology and economy sharing have become the two focuses attention of megatrends currently. Complex adaptive system is a method of thinking about and investigating things by identifying complexity, patterns and interrelationships instead of focusing on cause and effect. 

The first objective of this report is to analyze the complexity in the future by using the theory of VUCA and megatrends. Secondly, it will analyze the complex adaptive system and the innovation. Thirdly, it will analyze different leadership approaches and determine the most appropriate approach for the organization. The fourth objective is to evaluate the leadership abilities that enhance innovation. At last, it will offer recommendations of the methods the organization should take in order to develop leaders in the approach identified. 




Main body
[bookmark: _Toc34889426]2. The VUCA environment of leadership in organizations and megatrends 
[bookmark: _Toc34889427]2.1 VUCA environment
VUCA is an abbreviation that stands for volatility, uncertainty, complication and ambiguity. For the word “volatility”, it refers to the quality of being subject to regular, swift and important transformation. In order to ease the tightness in a volatile market, leaders need to adapt to decision making and have a transparent vision, short and medium-term at first, then in order to lessen misunderstanding, they need to communicate clearly (Bennett, 2014). For the word “uncertainty”, it refers to conditions are changeable. In an uncertain market, leaders need to set up commitment and agreement of method. In addition, they should deal with uncertainty in some flexible ways. They also can consider developing some novel viewpoints. For the word “complexity”, it refers to a variety of events and elements, some of which may be complicatedly interrelated (Byrne, 2017). In order to deal with the complexity in a business, leaders can try to understand the connection between reasons and consequence. Besides, they should attempt to simplify procedures and inspire development of viewpoints. For the word “ambiguity”, it is reflected in a lack of clearness and the trouble of understanding the truth of the situation. During an ambiguous time, leaders need to communicate in a direct way and listen to different opinions and perceptions (Byrne, 2017).

[bookmark: _Hlk33314643]There are a number of success factors of effective leading in a VUCA world. The first factor is retaining a transparent prospect in order to respond flexibly to the rapid changing situations (Giles, 2018). The second factor is that a transparent route and consistent information should be provided. The third factor is that decisions should be based on specific investigation. The fourth factor is that keeping curious and creative in the uncertain century (Giles, 2018). 
Changeable issues outside an organization can be negative or positive, but either present greater VUCA, which will make it harder for leaders to make decisions. An example of positive complexity is a product going viral and being an internet splash (Bob, 2007). An example of negative complexity is how the desperateness of a Tunisian fruit retailer led to Brexit (Bob, 2007). 

[bookmark: _Toc34889428]2.2 The influence of megatrends and complex adaptive system in future
In the future work, the digital technology will play a critical role in people’s jobs. Numerical alteration is changing the methods employees cooperate with each other, learn and take the pulse of their customers. In order to keep competitive, leaders should comprehend the influence of digital technology on their work. In a digital environment, there are five key groups of leadership abilities (Williams, 2013). The first is offering the capability to lead with digitization. The second is directing the digital scene by using adaptableness, determination and consistency. Linking people and opportunities, which includes cooperation, motivation and combination is the third ability. The fourth is balancing people and technology to let them become curious about culture. Using different thinking methods including knowledgeable curiosity and 360-degree thinking is the fifth skill (Williams, 2013). The more essential than ever is that leaders should be equipped with the competencies of identifying and developing the potential of the leadership (Williams, 2013).  

[bookmark: _Hlk33380509]For the globalization, the world is getting smaller and the competition is getting increasingly fierce. Leaders must become aware of the impact of the smaller world and the increasing demand for local markets (Bricklemyer, 2014). For the environmental factor, the problem of resources shortage is becoming increasingly serious, as a result, the price will rise and there may be growing conflicts across the world. In order to deal with this issue, leaders need to weigh the rival demands of economic achievement and environmental custodianship (Bricklemyer, 2014). For the economic factor, the rate of unemployment will be the new trend globally, when supporting the gig economy, at the same time, innovative and meaningful approaches of marketing abilities should also be needed. In the future, the number of employers is estimated to decline, which can motivate people to find creative methods for making a living. For the leaders, they need to set up their image of brands as the development of social media and technology has inspired people to learn anywhere (Koller, 2014). In the future, the megatrends of living with purpose and sense will increase, which can also have an impact on distance learning. Technology can be beneficial for adding more and more purpose and meaning to the lives of staff. In addition, it can also offer training for learners and employees to help them reveal their purpose and create tactics to support meaningful actions designed to enhance their educational efforts and lives (Birkland, 2016). 

For the internal factor, complex adaptive system is an approach of figuring out and investigating things by identifying complication, patterns and interrelationships rather than concentrating on reasons and consequences (Pakciarz, 2016). Complex adaptive systems can enable teams and leaders to understand and deal with the internal conflict in complicated situations (Chan, 2001). In the 21st century, the most appropriate approach of leadership relate to innovation should be identified and analyzed. 

[bookmark: _Toc34889429]3.0 Analyze theories of leadership and the most appropriate leadership method
[bookmark: _Toc34889430]3.1 Transactional theory
The transactional theory was “based on mutual benefit where leaders not only have an impact on followers but are under their influence as well”. “Some studies revealed that transactional leadership show a divergence with regard to the level of leaders’ action and the nature of the relations with the followers” (Yammarino, 1999). Some literature proved that the transactional style can have an adverse impact on employees’ job fulfilment (Avolio & Bass, 1997). 

The type of the transactional style is a contingency-reward leadership. There exist some active and helpful interactions between the leaders and subordinators, which can enable the subordinators to gain the rewards and be recognized for achieving the goals. For the leaders, the rewards can indicate the gratefulness for achievements, good work performance and award money (House & Shamir, 1993). For good work, helpful support should be exchanged. The leaders need to concentrate on mistakes and evade responses and delayed choices. This attitude is definite as the “management-by-exclusion” and can be considered as inactive and active transactions. The distinctions between these two different types of transactions are depended on the time of the leaders’ participation (Yammarino, 1999). For the inactive transaction leadership style, the leaders did not provide aims and standards for staff. For the active transaction leadership style, the leaders can finish the work to an excellent level and have trust in their workers. The leaders will not motivate their subordinators to finish work beyond expected outcomes, however, if goals are accomplished, it indicates that the system has worked, everyone will be satisfied, and the business will continue working as usual (Bass, 1985). 

Some researchers have found that psychological empowerment has an interaction impact in the transactional leadership-employee innovative relationship. It is more harmful for staff who are high in psychological empowerment than for employees low in PE. Compared with staff who are low empowered, the highly authorized staff are more likely to regard transactional leadership as limited, directing and motivating. As a result, the innovative behavior will be less. 

[bookmark: _Toc34889431]3.2 Comparison between transformational and transactional leadership style
The style of the transformational leadership is that leaders always encourage, stimulate and enhance employees to have innovation and creation for changes which are beneficial for shaping the achievement in an organization in the future. This is achieved by setting a good model at the administrative level through a strong sense of business culture, independence and staff ownership in the workplace (Jung et al., 2008). 
Transformational leaders do not need to use micromanaging to encourage and inspire their workforce and they have enough trust for trained staff to take authority over decisions in their allocated jobs (Sarah, 2018). The management style is aimed to provide employees with more opportunities to be more creative, look to the future and find innovative methods to some outdated problems. Through guidance and training, staff on the leadership will make some preparations to become transformational leaders (Sarah, 2018). 

Transactional leadership is completely different from the transformational leadership. It focuses mainly on encouraging employees by giving rewards and sentences. Supervision, organization and performance-supervision should be required. This leadership style will not attempt to create. Instead, it is mainly based on keeping things constant and foreseeable. Mistakes should be investigated carefully and the overall purpose is to create efficient procedures (Cherry, 2020). By contrast, transformational leadership supports agile environments, especially where failure carries less risk. Transactional leadership is responsible for making a consistent development procedure, by contrast, transformational leadership can provide opportunities of creating new ideas, looking at the future of items and services for people (Cherry, 2020). 

There are four elements in the transformational leadership including intelligent motivation, personalized consideration, idealized impact and inspirational motivation. For the intelligent motivation, transformational leaders not only challenge the current situation, but also, they inspire their employees to develop their creatives (Mandell, 2014). The leader encourages followers to explore new ways of doing things and new opportunities to learn. The leaders also motivate their staff to research innovative approaches of doing things and new choices to learn. For the personalized consideration, transformational leadership also comprises providing support and motivation to the individual subordinators (Goleman, 2011). In order to enhance good relationships between them, transformational leaders always keep the communications open between them. As a result, the followers can share their opinions freely and leaders can give direct agreement of the unique contributions to each subordinator. For the inspirational motivation, transformational leaders have a transparent vision that they have sufficient abilities to communicate well with their followers. In order to achieve their goals, the leaders also have enough abilities to assist employees experience the same passion and enthusiasm. For the idealized impact, the transformational leaders provide good examples for followers as subordinators believe and respect the leaders, they modeled after this individual and internalize his or her ideals (Guilford, 2010). 

[bookmark: _Toc34889432]3.3 Coach-Style Leadership
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]The leaders of coach-style concentrate on categorizing and fostering the personal strengths of each member on his or her team. They also concentrate on strategies that will empower their team collaborate better with each other. This type of leadership provides strong likenesses to democratic leadership. However, it focuses more on the development and achievement of each staff. In the long term, the leaders always concentrate on forming strong teams that are able to communicate well and support each other's skills in order to accomplish tasks (Scoular, 2019). A manager of this leadership style can help staff enhancing their strengths by allocating them new tasks, giving them correct directions and offering them beneficial recommendations. They can also consider inspiring more team members to develop their own merits by learning from other partners (Ibarra, 2019). There are a series of benefits of coach-style leadership. Firstly, the individual guidance should be required highly. These guiding procedures are linked with the potential to enhance skill levels directly. Besides, leaders who use the coaching style can identify main weaknesses in the specialized progress of each direct report (Ibarra, 2019).

[bookmark: _Toc34889433]3.4 Servant leadership
As a servant leader, before people consider their own demands, they need to take into consideration of others’ requirements, especially team followers. Respecting other people’s opinions, offering support of achieving their work and individual goals, allowing them to take participate in making proper decisions and establishing a sense of public in team can be beneficial for higher participation rates. It can also enhance innovation (Robert, 1977). There are seven dimensions of the servant leadership including emotional recovering, authorizing, assisting employees, putting followers first, making value for the community, having theoretical abilities and obeying ethical rules (Schindler, 2014). 

The leadership of servant has a positive impact on the innovation. For example, leaders always have the potential to motivate the subordinates to figure out some creative and realistic opinions to deal with the problems. In order to boost staff’s innovative work behavior, servant leaders can provide authorization and bravery to take risks for them. In the workplace, authorization, assisting to development and theoretical skills are such main features of servant leadership which are closely related to influence staff’s creative work behavior. Some researchers showed that the servant leaders tend to inspire innovative behavior of followers’ (Hale, 2017). For the relationship between psychological empowerment and staff’s innovative work behavior, psychological empowerment can give a good feeling regarding the jobs the employees are carrying out. The employees can also regard their tasks inspiring. The optimistic opinions can let them show innovative actions by adjusting individual goals within the organizations (Hale, 2017). 

[bookmark: _Toc34889434]3.5 The most appropriate leadership approach
Compared with the four leadership methods including transactional, transformational, coach style and servant leadership, the most appropriate leadership method in 21st century is transformational leadership. Here are a series of reasons. 

Compared with transactional leadership, transformational leadership, leaders can doubt the previous assumptions, challenge the current situations, inspire creativity and innovation, and require their subordinates to revise the same problems in some new methods. More importantly, the leaders of transformation leadership style always try to improve their subordinators’ consciousness of what is right, excellent, and essential. Therefore, transformational leaders have more satisfied subordinates than any other style of leadership. Compared with servant leadership, transformational leaders are more likely to rely upon their compelling abilities and passionate nature to gain influence and motivate their subordinates (Bass, 1960). 
[bookmark: _GoBack]


[bookmark: _Toc34889435]4.0 Leadership practices which foster innovation
In order to boost innovation in an organization, there are a series of methods of leadership practices. Firstly, leaders need to insist on their goals. This means that it takes a long time for leaders to identify their motivating values and convincing purpose personally and collectively. Secondly, leaders need to form a good habit of listening and asking questions. Leaders need to listen carefully to the subordinators at first, then they need to think carefully and attempt to ask some extra questions in order to seek different opinions (Cashman, 2013). Thirdly, leaders need to encourage their employees to learn from their mistakes in their workplace. When employees make errors in their work, it is critical for leaders to let them know they can endure errors and inspire them to learn lessons from mistakes. Fourthly, leaders need to set up effective teams and form a culture of innovation. For teams, they need to form a sense of mental security by communicating honestly (Horth, 2016). 
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