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1.Executive Summary
The objective of this report is to identify effective leadership which is best suited to organisational development, through an analysis of the increasingly complex and competitive environment. The first part of the analysis of the internal and external environment to determine the importance of organisational innovation. The second part introduces the concepts of transformational leadership, servant leadership and boundary spanning leadership and their impact on employee performance and organisational development. By contrast, it is concluded that servant leadership and boundary spanning leadership seem are more suitable for organisations. Finally, two Suggestions for possible micro-experiments that organisations might consider, which are provided free medical examinations for outstanding employees and their parents, supply opportunities for exchange and study in other companies. Both measures are likely for employees to bring more innovation and improve performance for organisations.








2. Introduction
[bookmark: _GoBack] The economic environment of the twenty-first century is widely recognized as complex and characterized by rapid changes in the demands of globalization and tremendous advances in technology. Therefore, enterprises need to adapt to the main trend of economic globalization immediately. Successful change initiatives start at the leadership. Conventional wisdom about the way and style of leadership needs to be it no longer serves its purpose-it is not conducive to the adaptation to change and innovation, nor can it create conditions for participation and purposeful work in the organisation ( Hlupic,2016,p.25). This paper introduces three effective ways of leadership. Firstly, transformative leadership is one of the most popular forms of leadership today(Kendrick & James, 2011,p.14). It is a culture based on ethics and trust that is emulated by CEOs of many companies around the world. Secondly, Servant leadership has a long and rich history, but there was little research on it (Gandolfi, Stone, & Deno, 2017,p353). Thirdly, the ability to lead across borders is critical at every level, and even emerging leaders need to know how to think across borders (Turregano, C., 2012,p23). Based on the above analysis, the objective of this report is to identify the criteria for effective leadership required by the organisation through an analysis of diverse, increasingly complex global patterns. To achieve organisational innovation, this paper introduces transformational leadership, servant leadership and boundary spanning leadership respectively, and makes a detailed analysis in terms of employee satisfaction, creativity, network and impact on the organisation. Finally provide the two most effective ways of leadership and training programs for leaders, and make recommendations based on micro-experiments.

3.Main body
[bookmark: OLE_LINK5]3.1 Megatrends & VUCA
With the increase of the popularization of globalization, all kinds of advanced technologies appear and improve constantly, it is commonly accepted that the 21st Century economic environment is increasingly complicated. Globalization has broken the boundaries between nations, economies, industries and organisations. It also brings a chain reaction that affects the company in many ways. Therefore, in order to remain competitive, companies need to integrate innovation into their organisational strategies(Ailin, Maizura, 2008,p.88). The concepts of VUCA could also be widespread. VUCA is an acronym used by the American Military. It stands for Volatility, Uncertainty, Complexity, and Ambiguity. It was the response of the US Army War College to the collapse of the Union of  Soviet in the early 1990s (Gläser, 2018). This is because the United States looked out over the emergence of a diverse, rather than monolithic, global landscape(C. J. M. Millar et al. 2019,p.6). As noted above, the VUCA context could change. Meanwhile, global demographic shifts, migration, trade protectionism，and life pattern changes make the economic environment more complicated. Besides, Scientists have claimed that the fourth industrial revolution is happening, which means a series of technologies are changing the lives of human being according to Hlupic（2016,p25）, ” Leadership matters now than more ever ”, it requires a reconfiguration of some organisations to become more adaptable and flexible and it also requires essential vision from their leadership as well（Schwab & Zahid,2019. Therefore, having a good understanding of how to lead an organisation to stay innovative has become critical.

3.2 Innovation 
 Ailin and Maizura(2008) hold the views: innovation is the basic condition for companies to survive, and maintaining innovation can prolong the competitiveness and viability of enterprises. The essence of innovation needs close boundary spanning interaction between organisations and stakeholders across levels, positions, interior boundaries of function, as well as boundaries with external businesses. (Yip, Ernst, and Campbell,2016,p.17) It has a potential power to explore more resources, more effective ways of communication, and build a more harmonious enterprise relationship. The combination of exterior cooperation and interior multiformity could be a powerful strength for value creation and innovation. In a changing world, an enterprise must constantly rethink its innovative content and manners(Ailin, Maizura, 2008,p.89). Meanwhile, Innovation can be segmented into two manners: progressive innovation and radical innovation(Ailin, Maizura, 2008,p.90). Progressive innovation appears more frequently and is generally more receptive to customers. because it does not happen suddenly, but based on previous experience or test results. And simply innovation makes a big difference in the market by opening new areas or creating a new market. They are indispensable to the development of the organisation. 

3.3 Background,Effective and Definition Of Leadership
Kruse(2013), CEO of LEADX , defines leadership as “Leadership is a process of social influence, which maximizes the efforts of others, towards the achievement of a goal. ” (Tams, 2018)Research has shown that it will have a positive influence on companies through developing leadership, their teams and organisations comprehensively. An America consultancy transformed its performance using the management change, doubled its workforce and increased revenue quintuple in eighteen months (Gallo and Hlupic,2019). Effective leadership can create common belief values and expectations in both society and organisations. According to statistics, after in-depth and detailed research on the organisation, it is found that the leadership process accounts for approximately 45% of the whole organisation's assignments. Therefore, as noted above, it is not difficult to recognize the significance of good leadership in organisations.
Besides, Bennis believes that leadership always owns the capacity to translate vision into reality. It shows the vital function of leadership to organize and assist employees to overcome forthcoming problems and make the companies become the world leader in innovation and excellence in the sector. “ As we look ahead into the next century, leaders will be those who empower others ” (Gates). Taking a conscious approach to leadership, this kind of leader prefers to believe in their people, and install key elements to help their employees get point, dispose of issues more flexible and effective consequently. (Wallace,2019,p.13).
Rooke & David (2005,p.71) assert that Leaders are made, not born, and how they develop is critical for organisational change. Therefore, it is incredibly important for fore organisations to think about how to make leadership more effective. According to a recent McKinsey study, enterprises have been pouring resources into leadership development with disappointing results. ATD Releases 2016 State of the Industry Report showed that the average training expenditure was $1,252 per employee. In addition to the money cost, ATD showed that each employee received an average of 33.5 hours of training. American companies have spent approximately one hundred and forty billion dollars on developing leadership (Hlupic,2016,p.27).

3.4 Transformational Leadership 
Leadership has a dual character because it exists not only in the actions of leaders but also in the reactions with followers(Eagly, 2005,p.463). Therefore, effective leadership should be reflected in the coordination between leaders and followers. According to the research of Pradhan and Jena (2019), the interaction between leaders and followers is a valuable modality of interaction that can lead to innovative ideas and creative work programs. Moreover, in the last century, a new theory of leadership emerged, taking into account the moral dimension of leadership as a central role for the purpose to improve the” Leader-Follower” relationship (Ruiz et al. 2011,p.587). Committed to this factor, it is not hard to find that both transformational leadership and servant leadership achieve organisational goals by motivating employees, and the moral quality of leadership has been improved under these two new leadership styles.
[bookmark: OLE_LINK2]First of all, introduce transformational leadership and how to promote innovation through transformational leadership. Transformational leadership is a management style, focusing on the development of corporate culture, leaders pay their attention to followers, encourage employees to innovate and transform, which can help them to achieve a higher level of performance; Transformational leadership aims to give employees more room to be creative, to find solutions with innovative thinking, trend to achieve the growth and success of the company in the future (Kendrick & James 2011, White,2018). The CEO of Amazon: Jeff Bezos, he implements transformational leadership and meet with employees personally and express thanks to them for all they have done for the company; Steve Jobs and Tim Cook, who use transformational leadership successfully, Jobs innovated on Microsoft products, and Cook widened horizons of Jobs to focus on innovation and brand expansion (Anthony & Schwartz, 2017). However, it does not exactly means everyone can implement transformational leadership successfully within a company. A research-based on meta-analysis shows that transformational leadership is not appealing to everyone(Hansbrough, Keller, 2018,p.21), transformational leaders are more attractive to followers who are outgoing, friendly, open and accountable, as these traits reflect the characteristics of transformational leadership. Moreover, transformational leadership seems to be more effective in collectivist countries, such as China, than in more individualistic countries. Therefore, organisations may want to carefully consider whether supporting a training program that is considered an ideal leadership style will produce the desired results(Hansbrough, Keller, 2018,p.30).

3.5 Servant Leadership
Servant leadership is similar to transformational leadership, in that both approaches encourage leaders and followers to raise one another to higher levels of motivation and morality. However, the pivotal difference between servant leadership and transformational leadership is that servant leadership gives priority to people, while transformational leadership gives priority to the mission of the organisation. Explicitly, transformational leadership places no direct emphasis on moral or personal development. (Gandolfi, Stone. & Deno, 2017,p.355). The term servant leadership was coined by Greenleaf. In his thesis The Servant as Leader, he asserts that “ It begins with the natural feeling that one wants to serve, to serve first ”(Greenleaf. 2002,p.7). Servant leadership is sometimes regarded as a Christian leadership paradigm in history, but with the increasing exploration of servant leadership in recent years, it is gradually accepted by enterprises. However, servant leadership is not well understood (Gandolfi, Stone & Deno, 2017,p.354). Some people mistakenly believe that leaders are servants, the humility and meekness of the servant are seen as weak or ineffective. These misconceptions of leader and servant have produced a belief that servant leaders engage a lackadaisical or laissez-faire style. Servant leadership is neither disengaged nor weak and they do not lack enthusiasm and determination(Gandolfi &Franco, 2018,p.265). In reality, servant leaders are as proactive, ambitious, and driven as any other leaders. They just have a different focus and set of motivations that guide their leadership and decision making (Gandolfi, Stone & Deno, 2017). Servant leadership is a follower oriented leadership style and devoted to fulfilling the needs of followers. the kernel is to serve followers, so it is easier to get along with subordinates (Li, et al., 2018,p.1079). Eva& Nathan believes that(2019), Servant leadership reflects the recognition that every follower is a unique individual. They have different backgrounds, preferences, needs, strengths, and weaknesses. But servant leaders are willing to comprehend each subordinate. They promote the growth of followers in the psychological field, operational capability and social events through communication and encouragement. This kind of attention is similar to the concept of housekeeper, to help followers get promoted. Followers, in turn, consider them to be trustworthy as leaders. For leaders, it is critical to establish trust. ( Anca, 2015,p.198).Lu, Junting, (2019) assert that Emotional trust for employees means that they will get a sense of security. Working in such an atmosphere is comfortable and easier to express their feelings. specifically, when servant leaders focus on the growth and development of their employees, employees feel obligated to repay these positive leader behaviors with positive behaviors of their own(Eva, Nathan, 2019,p.119). 
[bookmark: _Toc496043664]Moreover, in the aspect of promoting employee innovation, Ailin and Maizura (2008)believe that leaders who lead innovation require vision. Using progressively innovative thinking to explain that, rather than focusing on immediate interests and putting pressure on employees to achieve organisational goals, leaders should create an environment conducive to communication, trust, and openness, it will be more conducive to creating new ideas. Therefore, it is absolutely critical for leaders to improve the satisfaction and credibility of employees.Servant leadership functioning as the catalyst for individuals’ global satisfaction at work(Li, et al., 2018,p.1091). ”We find that supervisors can improve how employees feel and how employees cope with their emotions at work” (Lu, Junting, 2019). Confident, hopeful, optimistic, and positive leaders can positively influence others (followers)(Ilies, Morgeson & Nahrgang, 2005.p.381). Not only for individuals, but servant leadership also has a positive effect on team performance. According to the research of Chiniara, and Bentein, (2018), the more team members perceived low differentiation in the quality of the leader-follower relationship between team members, the stronger the positive influence on team cohesion. “As such, they do not ignore performance expectations even though they focus on the personal development of their followers” (Eva, Nathan, 2019,p.115). Servant leadership is a potentially desirable leadership style that can be tested, understood, and applied (Boone and Makhani, 2012).
 
3.6 Develop Servant Leaders
Boone and Makhani (2012.) propose five necessary attitudes of a servant leader in their essay:(1)Attitude is the determinant of behavior, showing values to followers and listening to their vision. (2)Listening is difficult work and requires a great deal of personal time and energy, but it is worth. Mature leaders always listen, learn, and then lead. (3)Talent discovery and commitment to employee success. Servant leaders considered themselves as talent scouts who believe that each employee has a unique contribution to organisations. (4)Empowering employees is a good thing, and when leaders give up their rights properly, they lead their followers to become better and stronger. (5)Leaders are community builders who strive to build a community centered on the values and vision of their members and action through collaborative decision making.
 
3.7  Boundary Spanning Leadership
Today's business challenges cross borders, and so must leadership. The increasing complexity and interdependence of the contemporary world requires a significant shift in leadership from managing and protecting borders to boundary spanning: the ability to create guidance, coordination, and commitment across borders to achieve a higher vision or goal. (Yip, Ernst, and Campbell 2016,p.18). Boundary leadership was defined as “boundary spanning is the ability to create direction, alignment, and commitment across boundaries in service of a higher vision or goal”(Turregano, 2012,p.16). 
The definition of the boundary is divided into five dimensions:
Vertical: “across levels and hierarchy”, which means the boundaries between different levels of employees in an enterprise. Efforts to eliminate boundaries with superiors and subordinates can enhance communication. The first step to improving leadership is to improve communicational ability (Cary&Cooper,2005,p.506).
Gorizontal:” across functions and expertise”. 
Stakeholder: “Beyond the boundaries of the firm, with external partners”.This can help the leaders of both organisations acquire additional resources, broaden their horizons, and build good relationships with each other.
Demographic:” across diverse groups (e.g., gender, ethnicity, nationality)”
Geographical：” Across regions and locality”, demographic includes not just physical boundaries, but also cultural and mental boundaries (Yip, Ernst, and Campbell. 2016,p19). Innovation drive is the primary force influencing organisational strategy. Successful innovation processes require effective collaboration across all five boundary dimensions(Yip, Ernst, and Campbell. 2016,p.17).
Besides, according to research by Yip, after investigating the executives of a multinational company, it is found that more than 85% of the executives believe that the ability to work effectively by boundary spanning is critical in their current leadership roles. However, less than a tenth of executives believe that they are effective in this regard. Therefore, To develop preferably in a global and rapidly changing environment, closing this gap will be both an opportunity and a challenge for leaders and organisations (Goldstein, 2012,p.313). The capability of boundary spanning is also significant at different levels of leadership additionally. When asked about the importance of boundary spanning at different levels of the organisation, the proportion that considered cross-border capacity to be important at senior management and middle management was 97% and 91%, respectively. 43% think it is important in junior management (Yip, Ernst, and Campbell. 2016,p19). However, there is a gap in the ability to lead cross-border work. Failure to make these changes can be the difference between success and digression at a higher level (Yip, Ernst, and Campbell. 2016,p19). An aviation fleet company is known for industry innovation and leadership after the management changed the old leadership model to cross-border leadership, The company's operating efficiency increased by 56%. 

3.8 Develop Boundary Spanning Leadership
Turregano (2012) proposed three strategies to help boundary leaders develop organisation, which include “Managing Boundaries”,” Forging Common Ground”,” Discovering New Frontiers”.This view seems to be consistent with the ideas of Ailin and Maizura (2008)about innovation in organisations. Ailian and Maizura believe that innovation comes in many different forms and one of the advantageous things a company can do to achieve a positive outcome is to provide as many resources as possible.
First, successful cross-border cooperation requires every member of the organisation to understand and establish boundaries and develop respect for them. The objective of the leader is to protect the resources and information owned by the team, to create better communication conditions for the members of the organisation, as well as stimulate their potential. The second strategy is forging common ground, boundary-spanning leaders gathering different sections, then preset a common goal for them. Encourage members to complete the assignment that can not be accomplished without the help of others by brainstorming. Last but not least, Leaders should regard organisations with a modern vision, accept and encourage organisational diversity, and build new frameworks and trust to address challenging issues.
Research has shown that the capability of leaders to cross borders is vital to promoting learning and creativity in organisations (Salem&Mojtaba, 2018,p.602).  In cross-border collaboration, leaders need to learn how to broaden their perspectives, generate more diverse and alternative approaches to problem-solving, as well as promote innovation and change across organisations (Kristin et al.2014,p.15). Besides and Kristin(2014) asserts that a deeper understanding of the network can promote more effective cross-border collaboration and improve innovation by integrating cross-border leadership practices. This is because boundary-spanning leaders need a network perspective to accurately observe and build connections between teams. As leaders explore their networks, as well as networks at the group and organisational levels, the development of strategic leadership and organisational change will be enhanced. 

3. Conclusion
In general, the world of the 21st century is a world of constant change, constant innovation, and increasingly fierce competition. organisations need to choose effective leadership to ensure they have a leadership position. The article begins with the general trend of globalization and the concept of VUCA, and the importance of developing leadership in an increasingly complex environment. Secondly, the background, importance, and definition of effective leadership are introduced in turn. Finally, three kinds of leadership methods are introduced: transformational leadership, servant leadership and boundary spanning leadership. Among them, transformational leadership, because of its limited influence on employees, there is a suggestion that develop servant leadership and boundary spanning leadership and provides corresponding development measures for reference.

4. Recommendations
No single style of leadership is effective in all situations. (Cary L. Cooper,2005,p.506)Thus, this article suggests that it could be more effective to combine servant leadership with boundary spanning leadership than to implement a single leadership style. The following are Suggestions for possible micro-experiments for the organisation. Servant leadership, based on the principle of providing service to employees, can provide a free medical examination for the creative and high-performing employees themselves and their parents every year. In terms of costs, the company can limit the maximum amount of medical examination fees or has long-term cooperation with a hospital that provides services to outstanding employees. Innovation requires both internal and external conditions. Boundary spanning leaders could establish cooperation with excellent enterprises in the same field or related fields, to obtain opportunities for excellent employees to learn and communicate with other companies, the time is controlled in two weeks. The cost of accommodation and transportation during the period shall be borne by the company. This not only encourages employees to work hard, but helps to increase the diversity of resources and create conditions for organisational innovation.
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