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1.Introduction -part 1
The leader of the introduction and analysis of this essay is Ren Zhengfei, the founder of Huawei. Ren Zhengfei was born in rural China in 1944 and was admitted to university through self-study. Ren Zhengfei founded Huawei Technologies Co., Ltd. in 1987 and served as Huawei's president in 1988 (Schaefer, 2020). The leader of Huawei so far is Ren Zhengfei and Ren Zhengfei has always been in China. Ren Zhengfei is very clear that Huawei's goal is to achieve customer dreams, and this is the core of Ren Zhengfei's leadership (Huang, 2016). Ren Zhengfei is full of motivation and passion for the company and his work, and has always worked hard to translate the company's vision into the goals of his employees. Under the leadership of Ren Zhengfei, Huawei has been striving to create value for customers, and Huawei has provided a platform for Ren Zhengfei to demonstrate his extraordinary leadership. Under the leadership of Ren Zhengfei, Huawei continues to develop new products, create world-leading technologies, and expand from the Chinese market to overseas markets. In 2009, Huawei's market share of mobile broadband products ranked first in the world, and in 2010, Huawei became the second largest communications equipment manufacturer after Ericsson (Fu et al., 2018). Under the leadership of Ren Zhengfei, Huawei has achieved world-leading technology and made outstanding contributions to the construction of China as an innovative country.
Introduction -part 2
The business environment in the 21st century VUCA era is very Volatility, Uncertainty, Complexity and Ambiguity (Millar et al., 2018). The business environment of VUCA, where Huawei is located, requires Ren Zhengfei not only to have the ability to tap the potential of employees and activate the vitality of the organization, but also to make flexible response strategies and assume multiple corporate roles according to changes in the business environment.
The current major trends in business operations are globalization, informatization, and technology, which require leaders to actively and flexibly deal with complex business systems (Bennett & Lemoine, 2014). Ren Zhengfei, the leader of Huawei, has the flexibility to respond to VUCA's business environment and can make active strategies according to changes in the business environment. As a communication technology company, Huawei's development depends on the current Internet environment and its international development is also affected by VUCA's business environment. After Huawei's electronic communication equipment was boycotted in the United States, Ren Zhengfei decisively proposed to launch the US market and focus on the European market. This leadership decision of Ren Zhengfei actively adapts to the current significant megatrends and effectively circumvents the challenges of VUCA's business environment.
CAS (Complex adaptive systems) refers to a system with a large number of components that can adapt, learn and interact, and the system is influenced by the environment to form a complex feedback loop (Preiser et al., 2018). The members or organizations in the CAS are active agents and drive the interaction between the system and the environment (Jagustović et al., 2019). The business environment of the 21st century is a CAS with a complex membership, requiring leaders to lead differently to achieve organizational performance goals and innovation.
This essay critically analyzes Ren Zhengfei's leadership style and method in consideration of the business context of the 21st century, so as to determine whether his leadership style is successful in motivating the organization's innovation ability and improving the organization's adaptability and innovation ability.

2.Leadership and Complexity
At present, there is no unified standard for the definition of leadership in academia, and different definitions of leadership are derived from the changes in the environment. Vlok (2012) proposed that leadership is the competency of leaders in an organization, and the key to this competency is to lead employees to achieve the strategic goals of the organization. Guerci et al.(2015) proposed that leadership refers to the ability of enterprise managers to make full use of organizational resources, so as to maximize their ability to create organizational performance and achieve organizational goals. Pervaiz et al.(2021) proposed that leadership refers to the influence of the interaction between factors in the organization and the external environment that can achieve organizational goals. Chuang et al.(2015) proposed that organizational leadership is the ability to lead employees and comprehensively utilize all resources to achieve organizational goals. Leadership has been defined differently at different times, and different types of leadership have emerged in different contexts. Classical leadership theory can be roughly divided into three stages: leadership trait theory (early 1940s to mid-1940s), leadership behavior theory (mid 1940s to mid-1970s) and leadership contingency theory (1970s to 1980s) ). After the 1980s, leadership theories were enriched and proposed transformational leadership theories, charismatic leadership theories and transactional leadership theories. Complex adaptive leadership is a relatively new research topic. The business environment of the 21st century is characterized by cross-cultural management, market globalization, social change, technological innovation, etc., which puts forward different tasks and requirements for enterprise leaders. The changing and complex business environment brings opportunities and challenges for the development of enterprises, and also challenges the ability of leaders. Therefore, the definition of leadership in academia is also very complex and changeable. To survive and develop in a complex and ever-changing environment, leaders need to adapt to changes in the competitive environment and enhance their competitive advantages. The complexity of the business environment also determines the complexity of leadership behavior and leadership.

3. leadership models for Ren Zhengfei
This section selects transformational leadership, authentic leadership and adaptive leadership learned in week 3 to explore Ren Zhengfei belongs to which leadership style.
3.1 Transformational leadership 
Transformational leadership model includes dealized influence, inspirational motivation, intellectual stimulation, and individual consideration (4 I’s) (Alahmad, 2016). Dealized influence in the 4 I’s model of transformational leaders refers to leaders delivering shared values and ideals to employees. Inspirational motivation refers to leaders who continually motivate and motivate their employees to help achieve organizational goals. Intellectual stimulation and Individual consideration refers to leaders influencing employees through direct contact with employees, recognizing their uniqueness and greatly realizing their potential. Fathurrahim et al.(2018) proposed transformational leadership to influence enterprise employees and convey goals to employees through their own behavior. When employees are motivated by leaders, they can improve organizational commitment and work motivation, making it easier to achieve organizational goals. Dong et al.(2017) proposed that transformational leadership can motivate employees to make positive efforts to achieve higher performance goals. Ferreras Méndez et al.(2018) proposed that transformational leadership mainly refers to leaders advocating innovation and advocating change, which can enhance the creativity of the organization.
The leader of Huawei, Ren Zhengfei, has idealized influence, and mainly guides employees and actively cooperates to achieve win-win by setting Huawei's goals (Huawei, 2021). Ren Zhengfei is very clear that Huawei's goal is to realize the dreams of customers, so as to meet customer needs as the company's goal. Ren Zhengfei turned this corporate goal into the work goal of all employees, and motivated employees to achieve the goal in different ways. Therefore, Huawei's research and development capabilities are very strong, and under the leadership of Ren Zhengfei, it has achieved the goal of creating value for customers and established its status as a world-class company. Ren Zhengfei encourages, supports and pays attention to the development of employees, and gives young employees development opportunities, thereby improving employee satisfaction (Tao & Chunbo, 2014). Under the leadership of Ren Zhengfei, Huawei pays great attention to the influence of the team, and achieves dealized influence and inspirational motivation through the team. Ren Zhengfei is also very concerned about the personal development of employees and advocates intellectual stimulation. For example, Ren Zhengfei advocates that each employee can be allocated the benefits brought by the company's growth and proposes to stimulate innovation through compensation. Ren Zhengfei proposed that Huawei's salary incentives should manage and allocate the salary ratio of the riders and pullers, and let the pullers get more than the riders. Ren Zhengfei's leadership style reflects some of the characteristics of transformational leadership and has brought a strong impetus to Huawei's international development.
3.2 Authentic leadership 
The Authentic leadership model mainly includes three pillars, Self Awareness, Ethics and Self Regulation (Lee et al., 2019). Self Awareness mainly includes awareness and understanding of one's own abilities, relationships, empathy, influence and behavior. Ethics mainly refers to the characteristics of leaders with sincerity, reliability, fairness, honor and transparency. Self Regulation mainly refers to leaders who can obey the law, have patience, flexibility, responsibility and can control their emotions and thoughts.
Hoch et al.(2018) proposed that authentic leadership is reflected in the fact that leaders are not only responsible for their own behavioral results, but also take the initiative to take responsibility for the organization's performance. Authentic leadership does not manipulate subordinates or restrict their behavior. Instead, leaders show their true self to subordinates to gain their trust. Kleynhans et al.(2021) proposed that the self-regulation of authentic leadership also lies in the fact that leaders can sincerely admit their failures, and will not shirk the reasons for failures to the environment or others. Baron (2016) proposed that authentic leadership can combine a highly developed organizational situation with positive mental abilities to achieve its own growth. Authentic leadership can effectively improve the self-regulatory behavior and self-awareness of leaders and employees, so as to achieve mutual growth. Sendjaya et al.(2016) proposed that leaders under the guidance of authentic leadership can guide their own behavior through positive moral values and high standards of ethics.
Ren Zhengfei also embodied the behavior of authentic leadership when he led Huawei to the world. Ren Zhengfei is very aware of his own shortcomings and always maintains a humble and cautious attitude, which reflects self awareness. When people mention Ren Zhengfei's qualities and talents, Ren Zhengfei emphasizes that his knowledge is not comprehensive and rich. Therefore, Ren Zhengfei asked Huawei to invest in creating a learning atmosphere and encourage employees to keep learning. Ren Zhengfei pointed out that Huawei employees have the right to decide internal decisions, and the company adopts a transparent and fair promotion mechanism. Therefore, Ren Zhengfei's leadership style also reflects the characteristics of ethics so as to realize the humanization of the organization. Ren Zhengfei is also used to admit his mistakes and can take responsibility for his own mistakes in decision-making. For example, in 2006, Ren Zhengfei made a mistake in the decision to build a new factory, which caused serious losses to Huawei (Tao & Chunbo, 2014). Ren Zhengfei sincerely admitted his decision-making mistakes and handed over a fine of 40,000 yuan, which shows that Ren Zhengfei has a strong sense of responsibility and abides by the rules.
3.3 Adaptive leadership 
Adaptive leadership includes three aspects: situational challenges, leader behaviors and adaptive work (Northouse, 2019). Technological and adaptive challenges require leaders to adopt adaptive behaviors and work adaptively to adapt to the challenges posed by changes in complex environments. Cohen et al.(2016) proposed that adaptive leadership has an important impact on the leader's ability to reform and innovate. The adaptability of leaders plays an important role in the development of an enterprise in a complex competitive environment. Wei et al.(2019) proposed that in order to adapt to the ever-changing external environment, leaders assume various roles such as trainers, decision makers, and creators.
Ren Zhengfei is aware of the changes in the technological environment and the development of communication technology, which has made Huawei a large international company with only 6 people when it was founded (Tao & Chunbo, 2014). In the early stage of Huawei's development, Ren Zhengfei proposed that there would be a patent war in the world in the next 8 years, so as to start independent research and development and seize the opportunity with technological innovation. Ren Zhengfei not only proposed to develop high-end smart phones in the era of smartphones, but also extended smart technology to computers and homes. Ren Zhengfei also withdrew from the U.S. market with his adaptive leadership style and looked for overseas markets that were more suitable for development.

4.Critically evaluate Ren Zhengfei's Leadership Characteristics
According to the above analysis, it is found that Ren Zhengfei has the characteristics of transformational leadership, authentic leadership and adaptive leadership, but transformational leadership is the most suitable for Ren Zhengfei. Ren Zhengfei has strong patriotic feelings and love for employees. China's communication technology has a bottleneck in the field of high-tech, and Ren Zhengfei has continuously increased investment in research and development to solve the problem of China's high-tech communication technology. This leadership act of Ren Zhengfei embodies the spirit of reform and innovation, and has made an important contribution to enhancing the country's competitiveness. Ren Zhengfei said, "We must dare to think and act, and be a world-class enterprise without being vulgar or mediocre", thus reflecting his transformational leadership style.
Ren Zhengfei attaches great importance to talents, dares to employ talents and respects social intelligence, which greatly promotes the development of Huawei. For example, Huawei's promotion of 27-year-old young vice president Li Yinan and the appointment of Sun Yafang as Huawei's chairman demonstrated Ren Zhengfei's leadership ability to recognize and employ people (Tao & Chunbo, 2014). Huawei has its own Huawei University to continuously improve the learning ability of employees. Ren Zhengfei also keeps learning and grows together with his employees. Ren Zhengfei proposed that Huawei's R&D strategy is to achieve permanent innovation and develop leading technologies. Huawei's R&D personnel account for 44% of Huawei's total number of employees, and Ren Zhengfei proposed to invest more than 10% of its revenue in R&D. Huawei has established 23 research institutes and 34 joint innovation centers around the world, which has greatly enhanced Huawei's innovation capabilities (Huawei, 2021). Ren Zhengfei said, "All the resources in the world may be exhausted, and there is only one resource that can continue to grow, and that is culture." Therefore, under the influence of Ren Zhengfei's leadership, Huawei has created a spirit of hard work, a sense of crisis, teamwork, enterprising spirit and innovation. Ren Zhengfei has published more than 40 articles inside Huawei, and each article reflects Ren Zhengfei's worldview and values. Ren Zhengfei has enhanced Huawei's creativity, adaptability and high performance through transformational leadership.














5.Conclusion
This essay analyzes Ren Zhengfei's leadership style to discover the driving force for Huawei's continuous development. By analyzing transformational leadership, authentic leadership and adaptive leadership, it is found that Ren Zhengfei has some characteristics of these three leadership styles. However, transformational leadership is the most suitable leadership style for Ren Zhengfei, and it reflects Ren Zhengfei's innovative spirit. Ren Zhengfei improves employee performance through continuous learning and innovation, idealizing influence, encouraging employees, caring for employees and intellectual support to achieve high performance goals. Ren Zhengfei's transformational leadership also achieved organizational innovation through the influence mechanism of creativity and ultimately influenced the creativity of the organization. Transformational leadership has also greatly improved Ren Zhengfei's ability to flexibly deal with complex environments and quickly adapt to changing business environments.















[bookmark: _GoBack]

References
Alahmad, Y. Y. (2016). Understanding the relationship between transformational leadership styles: Idealized influence, intellectual stimulation, inspirational motivation, individualized consideration and product innovation among manufacturing and services firms: The role of open system.

Baron, L. (2016). ‘Authentic leadership and mindfulness development through action learning’. Journal of Managerial Psychology, 31(1), pp.296-311.

Bennett, N., and Lemoine, G. J. (2014). ‘What a difference a word makes: Understanding threats to performance in a VUCA world’. Business Horizons, 57(3), 311-317.

Chuang, H., Liu, M., and Chen, Y. (2015). ‘The effects of human resource capability and internal customer satisfaction on organizational effectiveness’. International Journal of Distributed Sensor Networks, 2015(7), p.835194.

Cohen, P. J., Lawless, S., Dyer, M., Morgan, M., Saeni, E., Teioli, H., and Kantor, P. (2016). ‘Understanding adaptive capacity and capacity to innovate in social-ecological systems: Applying a gender lens’. Ambio, 45(Suppl 3), pp.309-321.

Dong, Y., Bartol, K. M., Zhang, Z., and Li, C. (2017). ‘Enhancing employee creativity via individual skill development and team knowledge sharing: Influences of dual‐focused transformational leadership’. Journal of Organizational Behavior, 38(3), pp.439-458.

Fathurrahim, Nimran, U., Arifin, Z., and Musadieq, M. A. (2018). ‘influence of transformational leadership, trust and employee empowerment on corporate performance through innovation and reputation in medium and large enterprises’. Russian Journal of Agricultural and Socio-Economic Sciences, 74(2),pp. 55-66.

Ferreras Méndez, J. L., Sanz Valle, R., and Alegre, J. (2018). ‘Transformational leadership and absorptive capacity: An analysis of the organisational catalysts for this relationship’. Technology Analysis & Strategic Management, 30(2), pp.211-226.

Fu, X., Sun, Z., and Ghauri, P. N. (2018). ‘Reverse knowledge acquisition in emerging market MNEs: The experiences of huawei and ZTE’. Journal of Business Research, 93, pp.202-215.

Guerci, M., Radaelli, G., Siletti, E., Cirella, S., and Rami Shani, A. B. (2015). ‘The impact of human resource management practices and corporate sustainability on organizational ethical climates: An employee perspective’. Journal of Business Ethics, 126(2),pp. 325-342. 

Hoch, J. E., Bommer, W. H., Dulebohn, J. H., and Wu, D. (2018). ‘Do ethical, authentic, and servant leadership explain variance above and beyond transformational leadership’? A meta-analysis. Journal of Management, 44(2), pp.501-529.

Huang, W. (2016). Dedication: The huawei philosophy of human resource management. LID.

Huawei (2021).Huawe annual report 2020.Avaialble from https://www.huawei.com/au/.Accessed 27,Feb.

Jagustović, R., Zougmoré, R. B., Kessler, A., Ritsema, C. J., Keesstra, S., and Reynolds, M. (2019). ‘Contribution of systems thinking and complex adaptive system attributes to sustainable food production: Example from a climate-smart village’. Agricultural Systems, 171, pp.65-75. 

Kleynhans, D. J., Heyns, M. M., and Stander, M. W. (2021). ‘Authentic leadership and follower trust in the leader: The effect of precariousness’. SA Journal of Industrial Psychology, 47(1), pp.e1-e10. 

Lee, J. (., Cho, J., Baek, Y., Pillai, R., and Oh, S. H. (2019). ‘Does ethical leadership predict follower outcomes above and beyond the full-range leadership model and authentic leadership’?: An organizational commitment perspective. Asia Pacific Journal of Management, 36(3), pp.821-847.

Millar, C. C. J. M., Groth, O., and Mahon, J. F. (2018). ‘Management innovation in a VUCA world: Challenges and recommendations’. California Management Review, 61(1), pp.5-14. 

Northouse, P. G. (2019). Leadership: Theory & practice (International student;8th; ed.). p.SAGE.

Preiser, R., Biggs, R., De Vos, A., and Folke, C. (2018). ‘Social-ecological systems as complex adaptive systems: Organizing principles for advancing research methods and approaches’. Ecology and Society, 23(4), p.46.

Pervaiz, S., Li, G., and He, Q. (2021). ‘The mechanism of goal-setting participation's impact on employees' proactive behavior, moderated mediation role of power distance’. PloS One, 16(12), pp.e0260625-e0260625.


Schaefer, K. J. (2020). ‘Catching up by hiring: The case of huawei’. Journal of International Business Studies, 51(9), pp.1500-1515. 

Sendjaya, S., Pekerti, A., Härtel, C., Hirst, G., and Butarbutar, I. (2016). ‘Are authentic leaders always moral? the role of machiavellianism in the relationship between authentic leadership and morality.’ Journal of Business Ethics, 133(1), pp.125-139. 

Tao, T., and Chunbo, W. (2014). The huawei story. SAGE Publications.

Vlok, A. (2012). ‘A leadership competency profile for innovation leaders in a science-based research and innovation organization in south africa’. Procedia, Social and Behavioral Sciences, 41, pp.209-226. 

Wei, Y. S., O’Neill, H., and Zhou, N. (2019). ‘How does perceived integrity in leadership matter to firms in a transitional economy’? Journal of Business Ethics, 167(4), pp.623-641. 








image1.png
PRIFYSGOL CYMRU
Y Drindod Dewi Sant

UNIVERSITY OF WALES
% Trinity Saint David

SWANSEA - ABERTAWE





image2.png
L S

HUAWEI





