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1.0 Executive Summary
This report seeks to contribute to recognize effective leadership that best fits organization in the 21st century by evaluating the increasingly complex and competitive environment.  This briefing sets out to summarize several types of leadership theories which includes, Servant Leadership, Transformational Leadership, Authentic Leadership and Responsible Leadership. Due to the complex nature of leadership and the constant change of the environment in the 21st century, Antonakis & Day, (2004) states that a simple and widely accepted leadership definition does not exist and could never be established. 
However, this report has suggested Responsible Leadership as an effective leadership model in leading an organization in a VUCA world. Responsible leadership is about creating sustainable business decisions that take into account the interests of all stakeholders, including: investors, employees, customers, retailers, culture, the environment and future generations. 
This report has recommendations for micro experiments that organization might consider to improve leadership skills in the future which is conducting a “Family Day” event. The event involves all members of the organization and they are allowed to bring along their family. This is to help leaders and their followers have strong bonds. In addition, allows leaders and its members to have excellent communication and build trust to understand each other more.  



2.0 Introduction 
[bookmark: _heading=h.gjdgxs]In opposition to the context of major political, economic and social shifts, leadership has become even more appealing as a realistic need to improve the quality of an increasing pace and complexity of life. According to Drucker (Drucker, 2012), certain management philosophies and strategies cannot go beyond the traditional-bureaucratic industrial age management perspective and thus no approaches are given to contemporary issues. As a result, problems nowadays demand new ideas and models of management (Edmonstone, 2016). According to (Byrne & Callaghan, 2013; Fitzgerald, 2016; Adams & Stewart, 2015), in the new century, organizations need to follow approaches such as awareness building, actively following data production based on creativity for rapid decision-making, improving and making changes towards their existing organizational structure into modern models by endorsing new technologies and adaptive leadership styles that critical decision-makers adopt if they expect to thrive (Baltacı, A. & Balcı. A, 2017). The purpose of this study is to define the requirements needed by organizations for effective leadership through an analysis of different, increasingly complex global trends. This paper offers several types of leadership needed in the 21st century. Among them are, Servant Leadership, Transformational Leadership, Authentic Leadership and Responsible Leadership. 
3.0 Literature Review 
3.1 VUCA and Complex Adaptive Systems (CAS)
A term coined by the U.S. Army War College in the 1990s, which is called VUCA, best describes the complex and rapidly changing complexity of our world today. VUCA stands for Volatility, Uncertainty, Complexity and Ambiguity. The mega trends that cause the VUCA environment are, digitization, emerging nations, as well as sustainability (Manwani 2013; Ajith P., 2015). 
Another study done by Jari & Lauraéus (2018) stated that in the VUCA world, globalization, hypercompetition and rapid technological progress generate crucial preconditions. The key challenge for leaders is transformation, the challenges to prospects from the competitive landscape.
[image: ]
Figure 1: Framework showing relationships are VUCA environment (Modification of Lahiri, 2008) (Jari & Lauraéus, 2018)
According to Kirk Lawrence (2013), many businesses are shifting towards a VUCA system. The use of the VUCA model as a structure to modernize leadership development models that enable HR and talent management practitioners to recognize and promote the leaders that their companies need now and in the future.  As we live in a VUCA world, rapid and unpredictable change has become the norm. Therefore, it is vital to appoint a potential leader that has the ability and knows how to cope in the VUCA environment. This paper will explain about the leadership skills needed in the 21st century as well as for the future. 
Complex adaptive systems (CAS) is a fundamental unit of research in the field of complexity. CAS are neural-like networks of communicating, interdependent actors, bound by common goal, perspective and need within a cooperative structure (Mary Uhl-Bien, Russ Marion, Bill McKelvey, 2017). The term adaptive means that the organization and its members are capable of observing and assessing the things happening around them and taking action that changes the organization internally and externally influences the environment in such a way as to allow the organization to meet their goals and objectives (Bennett & Bennet, n.d). 
3.2 Leadership Approaches 
A successful business is not only composed of business strategies but also exceptional leadership. A great leader acts as the catalyst that makes all the other things work together. Be that as it may, it is difficult to decide which kind of leadership is best suited for the 21st century, thus taking into account today's demanding working conditions that are extremely liable to be changed (Lloyd-Walker, Beverley & Walker, Derek, 2011). However, to succeed in a VUCA world first of all, leaders must seek out and articulate a clear vision to direct the organizations’ operations. The more they can manage the organization in the VUCA business world, the clearer the leaders can be about what they want to achieve (Casey, JR., Ret, Gen. George W., 2014). 
Leadership styles have been researched and many forms have been defined. Yet leadership, in fact, resides in two distinct styles which are task-oriented and individuals-oriented leadership. Task-oriented is more concentrated on accomplishing things, whereas individuals-oriented is more concerned with how people feel as they do it (Lesonsky, 2015). In order to sustain in a VUCA world, leaders must conquer certain skills and ability to manage the organization. Furthermore, in order to achieve service quality, business leaders who are principles-driven and purpose-driven will redefine the role of business in society and mold it with the correct values and culture (Manwani 2013; Ajith P., 2015).

3.2.1 Servant Leadership
Leadership theories have evolved from a focus on traits to behaviors, contingency theories to more contemporary approaches including servant leadership theory. Servant Leadership provides a revolutionary value system for helping companies succeed in this highly anxious VUCA environment. According to (Van Dierendonck, D. & Nuijten, I. J Bus Psychol 2011), Servant leadership was first proposed more than 30 years ago by Greenleaf (1977), and was recently rediscovered by academics. It is defined as a more rational philosophy of leadership (Clegg et al. 2007) and focused on the individuals. Servant Leadership model is a leader who sincerely gets involved in the interests of the employees (Rees, 2016). According to William Craig (2018), employees demand qualities such as leaders that are able to listen, have the willingness to give credits and the ability to accommodate the team.  Leaders such as Mahatma Gandhi, Martin Luther King Jr. and Nelson Mandela could all be seen as examples of servant leadership. Millennials, though, have a strong preference for new service leaders who are genuinely interested in their career as well as personal development and eager to become mentors (Rees, 2016). The foundations of great leadership are found in positive relationships between leaders and its followers. However, a VUCA environment wants to be at the center of rapid change too. These two values are at odds on the surface. According to Ron Holifield (2017), in the constructive tension between the two poles of healthy relationships and continuous change, servant leadership occurs, “like guitar strings, in which beautiful music can only be played when there is successful pressure between two poles”. Servant Leadership's 12 key by Greenleaf (1970) attributes provide organisations with the right value structure to succeed in our VUCA environment and navigate the positive conflict between healthy relationships and rapid change which consist of listening, empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, growth, community, calling, and nurturing (Peninngton, 2017).   
3.2.2 Transformational Leadership
Innovation is a crucial organizational commodity contributing to a sustainable competitive advantage (Li, Mitchell, & Boyle, 2016) and therefore it is not surprising that both management companies and researchers rely highly on how participants contribute to innovation performance. James MacGregor Burns first developed the principles of transformational leadership and this definition is now used while examining organizations as well (David Burkus, 2010).  Leaders will face lack of predictability within the VUCA environment through political, economic, financial and technological processes, national security, and global trade. Traditional methods of management no longer seem sufficient to handle the degree and pace of change, and increased pressure can result in leaders being unable to respond quickly or adequately (The London School, 2017). Therefore, transformational leadership is needed in this era of VUCA. Researchers describe transformative leadership specifically in terms of the effect of the leader on followers, and the actions used to accomplish that impact (Gary Yukl, 1999). Transformation leaders encourage their followers to achieve corporate objectives while servant leaders concentrate on service to people that supersedes organizational goals. Servant leadership is a better predictor of the behavior of followers and perishes the influence of other leadership (transformation) type when it comes into practice, particularly in non-profit organizations. Transformational leadership, therefore, is a better predictor of organizational development, for instance, the method of collecting, exchanging and analyzing information in order to achieve competitive advantage and improve operational results (Slater, 1995). While, servant leadership leads to better financial performance (Schneider, Sherry & George, Winnette, 2011). 
3.2.3 Authentic Leadership
Leadership has always been more difficult in challenging times, but today's unprecedented stressors confronting companies globally allow for a renewed focus on what defines true leadership. Although organizations and their representatives are faced with competing social and economic stresses, honesty has become the benchmark or a standard the follower seeks in their leader (Ibarra, 2015, p. 54). Recent conceptualizations (Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008) indicate that authentic leadership uses four dimensions. Each of which has intrinsic mutual virtues with the goal of supporting the community rather than merely assisting the person. Firstly, authentic leaders display self-awareness. To be able to assess and consider their own impact on others, they strive to understand their own personal values as well as strengths and weaknesses. Authentic leaders receive guidance via encounters with others (Neider & Schriesheim, 2011), so they recognize how reliant they are on outside influences (Morris, Brotheridge, & Urbanski, 2005, p. 1332). Second, authentic leaders show relational transparency. They share information with others freely, and they communicate their real thoughts and feelings. Authentic leaders offer true inner emotions. By showing their true self towards people or their followers, Authentic leaders prove that they are vulnerable, promoting mutual trust relationships and have interest in bonding with followers (Wang, Sui, Luthans, Wang, & Wu, 2014). Third, authentic leaders internalized moral perspective. Authentic leadership is synonymous with collective action rather than with self-interest sought by the individual (Steffens, 2016). Fourthly, balanced processing applies to allowing others to express opposing viewpoints. Even when those perceptions question their own firmly held beliefs, trustworthy representatives carefully consider the relevant information before reaching a conclusion. An authentic leader interprets views of others as a non-defensive way, primarily because they recognize their own shortcomings and imperfections (Diddams & Chang, 2012).
3.2.4 Responsible Leadership 
Organizational executives and leaders are confronting a whole new set of strategic problems at the 21st Century level. The integration of trade and the rapid spread of ICT have changed the economies of the world's developed countries. While we are at the brink of the information era, the most influential sources of growth, employment and wealth creation are innovation-driven organizations. Citing a study by Dess & Picken (2000), it was stated that a leader's capability and being mentally keen is not exactly what organizations need in the 21st century. Instead, organizations need to focus on its members’ skills, knowledge, experience and judgement to succeed in the information age. The organisation as a whole must constantly learn and acquire new insights, promote innovation and plan to succeed in a competitive world that changes constantly. Following the emergence of different leadership theories based on leadership attributes, adherents, circumstance and performance, demands have been made for a leadership style that encompasses the very heart of the leader. Responsible leadership was found by Thomas Maak and Nicola Pless (2005). They draw on the value of relationships and discuss a collaborative approach to responsible business leadership. The researchers focus on some of today's main leadership issues and address a challenge to diversity, ethics challenge, as well as a challenge to integrity, principles, and stakeholders. 
Responsible leadership does not only focus on being engaged with its followers but also has the focus on transforming the organization as well as being innovative. In fact, responsible leadership is about the aspects of proactive corporate responsibility.  This expresses itself in three main leadership types which contains “the doer”, “the planner” and “the visionary” (Schüz 2016).  Moreover, this newly introduced leadership theory introduces five dimensions of responsible leadership which are “Stakeholder Inclusion”, “Emotion & Intuition”, “Mission & Purpose”, Technology & Innovation”, Intellect & Insight” (Shook, E., Lacy, P., Monck, A., Dutton, J.,  2020). This shows that the responsible leadership model focuses on almost all aspects of the organizations’ operation and the relationship with stakeholders. 
According to K Groves, as cited by Zhao & Zhao (2019), it was proposed that the engagement of employees in a CSR project and their willingness to be involved in civic activities was influenced by a responsible leadership style. Another study done by Stone-Johnson, C. (2014) on three different schools that encounters many problems in the education sector and poor management. The researcher found out that, after the three institutions implemented the responsible leadership model, all three leaders see the leadership function as developing relationships, and compare their success to the strength of those relationships above expectations. As responsible leaders, they see their role as not only enhancing and sustaining student accomplishment but also incorporating stakeholder leadership across the network involving pupils, parents and community agencies. Such leadership is a result of responsible leadership.
4.0 Leadership Skills 
4.1 Emotional & Social Intelligence 
Salovey and Mayer (1990) defined emotional intelligence (EI) as one's ability to observe and discern the feelings and emotions of one's own and others, and to use the above knowledge to formulate one's own answer. Social Intelligence (SI) is the ability to determine the feelings of others and to behave in a reasonable manner to others (Hedlund & Sternberg, 2000) (Arghode, 2013). There are four main elements that help shape the nature of emotion. The emotional mind is usually developed by self-consciousness, self-management, social awareness and control of relationships. The first two of these competencies are personal in nature, while the second two are professional competences (ALCN, n.d). Leaders who are capable to control their emotions helps the organisation to remain stable (Farahani, Taghadosi, & Behboudi, 2011). Lack of empathy and dysfunctional leaders will strangle dedicated workers and jeopardise the company's prospects of continuity and long-term stability (Holt & Mar). It was also stated that empathy is a key aspect of leadership in the 21st century, and can no longer be ignored if business-world behavioral errors are to be avoided. 
4.2 Innovation  
Innovation is the key to success in today's competitive world. According to Dr. Joachim von Heimburg (Heimburg, 2017), innovation is an existing technique to excel in a VUCA environment, because innovation creates new excitement that has not been found before. When a new problem occurs, new methods to resolve the matter must be figured out and the old way of solving problems might not be useful to the current issue. It means leaders must bring new thinking and diverse acts to perform and handle things. To make sense of unfamiliar situations and dynamic problems, leaders must have an overview of the whole system, including its complexities, unknowns, and enigmatic powers. This needs competencies that go beyond ordinary study, thus, requires creativity and the capability to critical thinking (Horth & Buchner, n.d). 
Innovation leadership includes promoting specific projects, clarifying individual roles, providing clear and thorough success evaluation reviews, delivering solid mission alignment, concentrating on positive community partnerships and confidence in organisational participants (Van de Ven & Chu, 1989). 
5.0 Conclusion
It is widely held that leadership is essential for efficient and successful organisational and social working. We see leadership pathways and innovation at a pivotal point where organisations should concentrate on the old ways and the modern ways. Leadership is the capacity to guide a group of people to accomplish a shared goal. This is done by people who contribute their qualities to leadership. Leaders build dedication and passion for achieving goals among followers. Leadership is accomplished by communicating with leaders, supporters and community. By recognizing and implementing effective leadership, there are possible chances that organizations will remain stable and balanced in this changing era. In a complex and VUCA environment, organizations need leaders who are innovative, empathic, respectful, taking into account of its stakeholders’ ideas and reliable. Leadership can be seen at any institutional level. Trust and responsibility are essential qualities of leadership built on integrity and humility. 
6.0 Recommendation 
To improve leadership skills, leaders need to focus technical skill, strategic thinking and knowledge. Becoming a great leader also requires emotional and social intelligence. This report recommends a micro experiment an organization might consider to improve relationships and understand more about members within the organization. 
Organizing an activity such as “Family Fun Day” might help employees and leaders to understand more about each other and improve communication due to its fun activities and more focused on team building games. These activities help people to get to know each other such as their interests, their strengths and weaknesses, and how they communicate among other things.  Team-building practices also create a sense of community and confidence. Building a bond of trust among colleagues enables people to bring the full capabilities of their skills, personality and with whom they can work with. 
The event can be held every once a year. Members from the organizations are allowed to bring along their family members. By bringing along family members, managers or leaders are able to observe how people react and manage things outside the workplace. For example, observing how one of the employees and his kids plans to win a competition, how does this group manage to win the first place by using a particular strategy, how do this person communicate in the group and so on. This might help leaders to be more open minded and improve emotional and social intelligence. Besides, leaders might learn that understanding its followers outside of the work environment can reduce existing misunderstandings or negative assumptions towards them. The estimated cost of the “Family Day” event depends on the activities, location and equipment needed for the programme. This event can be held for one to two days. The cost for foods, drinks, accomodation and transportation should be provided by the organization.  
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Acadeic studies have generated knowledge on the need for corporate foresight systems (Rohrback and Gemiden, Ruff)

36, 37 and the value contribution of strategic foresight [38] (e.¢. Vecchiato and Roveda, Burt and Van der Heiden).

Global Mindset
Clianging the thrats of

obalizati balzaioninto
Globalization ‘opportmites

Virtual Mindset
Clanging he thats
of hypercompetiion
o opportuites
—

Hypercompetition

Rapid technological

Collaboraton Mindset
change

Innovation Mindset Clianging he thecatsof
Changine the oot | | Slbolizationypescompetiona
e et [ | technoogcl change o oppotutes
opportities

Fig. 3 Framework showing relationships in the VUCA environment. Modification of [40]

In Fig. 3, we have figured out key elements of the competitive landscape which are relevant to the VUCA environment
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