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Executive Summary 

In this report it will look at what the VUCA world really is what it all means but what organisations can do to keep in this ever changing VUCA world.  It will look at two different types of leadership theories to give an idea of what leadership means in the 21st century but what is also needed to be a good and successful leader for the organisation which is why this report then goes on to discuss the leadership skills needed to be a great leader, in this report we look at emotional intelligence and learning agility, what they are, what their characteristics are for leaders to gain skills to further adapt innovation within an organisation.  At the end of this report we then discuss recommendations for the organisation on what they can do to deliver greater innovation and having higher performance.  




Introduction 

In todays world the structures of businesses and their contents down to the way they work and deliver their services are more complex than ever as the work they do is more cognitively complex.  Globalisation and the speed at which technology is changing as well as regulatory requirements are many reasons to why the complexity within organisations are increasing all the time.  There is now a lot of information and research out there that talks about the VUCA world in what we live in today which discusses how complex and uncertain the world really is today.  It is important for businesses to keep up in this VUCA world or be left behind.  These days the leaders of on organisation have to be diverse they cannot be chosen on their academic success because in this very complex world a great leader has more than academic skills they have a very diverse set of skills that can be adopted to be suited when the business gets more complex and has to make greater and more complex decisions. 























Main Body- The VUCA World

The VUCA concept was first introduced in the 90s by the US Army War college after the end of the Cold War which saw a change in the worlds behaviour, it refers to the multilateral word where they described the characteristics after the Cold War more volatile, Uncertain, complex and more ambiguous than ever seen before.  When it comes to businesses the VUCA concept did not take off until after the financial crisis in 2008 and 2009. After this the VUCA concept has been relayed on heavily in developing leadership skills in a wide range of organisations.  When looking at the meaning of VUCA more closely from a business environment it stands for:


Volatility-Where there is a heavy increase in the four dimensions of change that we currently face in todays world when it comes to the type, the speed, the volume and the scale. 
Uncertainty-From looking at volatility and as a result from it we as a business are unable to 100% predict future events. 
Complexity-There is mass confusion within businesses with no clear connections between the cause of something and then the effects. This now affects most businesses in todays world.
Ambiguity-There is seen to be a lack of precision, where the existence of multiple meanings within the conditions surrounding the business. 


One big problem we have faced for centuries is that we have been brought up in a way where we believe that the world is predictable but it is not.  We need to re-scan our brains where we will learn that the important things to think is to not focus on what is probable but to think what is possible for us.

We are in a world where we are constantly dealing with change, where the future for organisations are even more unpredictable.  Leaders in organisations have to make decisions faster with greater and more complex information which are interconnected.  With positives and negatives happening around the world it will present larger concepts of VUCA which leads to decisions being more difficult to make by leaders. (Tovar, P 2016) 

Unpredictable events that occur externally to an organisation can either be positive or negative which creates greater VUCA a key positive for an organisation especially an international technology company would be a product of theirs going viral and then going on to become an internet sensation.  But a crucial example of a negative that is currently happing in the 21st century that is having a major affect on organisations is BREXIT and the uncertainty that it brings for the future. (Giles, S 2018) 

For organisations to thrive in a VUCA world where everything is more complex they need to make changes and learn to adopt to this forever changing world because if they don’t change in this rapidly changing world any organisation could face extinction.  There is many things an organisation can do to survive in this complex environment such as moving from hierarchy to self-organisation where the business can push decisions right to the edge of the business where then the information is the most freshest and salient.  An organisation can also change the idea of protecting information to democratisation of information, this will give power to employees by them making decisions which makes communication frictionless.  Organisations will also need to speed up the process of interaction to its fullest because in a VUCA world, speed is such key area which matters so much, where speed actually matters more than quality and perfection. (Giles, S 2018) 

Leadership Theories 

Leadership has been described in many ways by many influential people such as Bill Gates said  “As we look ahead into the next century, leaders will be those who empower others.” and Warren Bennis who say “leadership is the capacity to translate vision into reality.”  Leadership is forever changing in the 21st century and everyone has their own views on what leadership actually is. (Kruse, K 2013)


Transformational Leadership 

Burns 1978 introduced transformational leadership, he describes two types of leadership those being transactional and transformational leadership, these concept where then applied to organisational leadership by bass 1985.  Burns 1978 described transformational leadership as “relationship of mutual stimulation and elevation that converts followers into leaders” (Burns, J. M. 1978)

According to Bass and Avolio 1994 they say that transformational leadership can be seen when leaders:

Are able to stimulate the interest of their colleagues and their followers and then view their work from new perspectives.
Are able to create awareness of the new missions or their visions of their teams of the organisation.
They can develop the skills, ability and potential of their colleagues and followers.
It can also motivate colleagues and followers to have a bigger vision other than their own interest and look more towards those that will go on and benefit the group.  (Bass, B. M., and Avolio, B. J. 1994)

Bass outlines that transformational leadership deals with higher changes those could include changes in peoples attitudes, beliefs or their values and needs. (Bass 1985)  This is key because the world today is a very complex one and everything can change very quickly such as trends in the world which could affect any organisation, for a technology company keeping up to date with the forever changing world is key to stay on trend and on market.  Avolio explains how these changes take place and then of its significance by saying the development refers to qualitative changes which is the change from one level to another level in the understanding of beliefs and peoples vales, morals and perspectives.  When people develop the assumption they stay at one level of development and will no longer apply to the next higher level.  Fundamental changes or development that is described in this manner is key to understanding how transformational leaders mover their followers to even higher levels of development and potential. (Avolio 1994)

The ability to innovate and lead people by example are key aspects of a transformational leader which helps to produce higher leader effectiveness of an authentic ad ethical leader.  These leaders are more likely to be more innovative and then lead the way for their followers, the followers will be more likely to respond and listen to the leader on what they say about their beliefs, morals and values. (Bass, B. M 1985) Bass outlines that leaders can have certain qualities that make them great transformational leaders and this then leads on to greater effectiveness amongst leaders.  research shows that having core ethical and authentic qualities in an individual will also result in better leadership outcomes. When transformational leadership is present within an individual where they are ethical and authentic the goals of an organisation will also become more ethical, moral but no self-serving but focused on the well being of its followers and the bigger picture of the organisation as a whole.  This authentic, ethnic transformational leadership gives enthusiasm and the support needed for this is good and right which fosters trust and enthusiasm. (Bass,B 1990)


 Authentic Leadership

There has been growing interest in authentic leadership recently as the creators of this intended that with the decrease in ethical leadership necessitates the need for a much more positive leadership approach.  It is also argued that other older leadership theories and their existing framework are simply not sufficient enough for developing and bring forward leaders of our future.  Authentic leaders are self aware and genuine people who are self-actualised people who are aware of their own strengths and weaknesses as well as their limitations and emotions.  Authentic leaders with show their “real” self to their followers.  They will always be true and not act in different ways to different people and will not be afraid to show the mistakes they have made or their weaknesses.  Authentic leaders focus on the long term goals and missions a key example of this is Bill George’s model where the companies leaders focus on long term shareholders value and by not just by beating the quarterly estimates.  Amazon is a key organisation for this as they have done this for years as they realised that nurture people and the company needs a lot of hard work and patience but doing this pays large dividend over time. (Kruse, K. 2013) 
The end goal for organisations who have leaders who use authentic leadership is to proactively foster a positive environment and then go on to conduct business in an ethical way but also being socially responsible. (Cooper, Cecily. Scandura, Terri. Schriesheim, C 2005)

























Leadership Skills

Emotional Intelligence 

Up to 85% of an organisations financial wealth comes from invisible skills, this including personality traits, how well those people can communicate with others, peoples ability to empathise and negotiate with other people as well as their ability to lead people.  These skills are clearly not as obvious as other skills people may have on paper like certain qualifications like degrees or past job experiences but they are such a key foundation and is seen as just as important as to what is written on paper.  These “invisible” equalities are seen massively in the world’s top leaders and could simply be what makes a good leader and an amazing leader that people aspire to be like. (Education Executive 2019)

Emotional intelligence is seen as the ability to control your own emotions as well as the emotions of others, in the business world this is also known as being good with people or even having good people skills.  Emotional intelligence isn’t just about how well we communicate with others its also about how well we can acknowledge and interpret our own individual emotions. (Education Executive 2019)

In the study using Goleman’s emotional intelligence framework is was seen that great leaders demonstrated much higher levels of emotional intelligence who lead more effectively than those who has lower levels of emotional intelligence (Watkin, 2000) For example top managers were seen to have much higher scores of emotional intelligence with greater dimensions compared to the general public. (Van der Zee, K and Wabeke, R 2004)  It has been found that senior managers emotional intelligence related heavily on positive work attitudes and how to make work more effective.  There is a lot of research that has been done to show evidence that transformational leadership style could possible be predicted from emotional intelligence (Carmeli, A 2003) 

Emotional intelligence can be improved through training programmes and development where many sources suggesting that the training to improve peoples emotional intelligence needs to be individualised where it can also provide accurate feedback for people on what skills they are good at but what they also need to improve on.  Training for emotional intelligence is better when active or experiential approaches rather than versus passive. (Mattingly and Kraiger 2018) 

There is one key example of development intervention which was described by Goleman & Boyatzis 2008 which included a 360 feedback, they then use the feedback to then secure a mentor who coached them on how to express their own viewpoints about certain on going issues, showing the mentor a good way of giving back feedback.  From looking at a model of effective behaviour gives people the chance to directly experience and basically emulate what they see which makes it a good development system.  (Goleman & Boyatzis, 2008) 

Innovation isn’t just a mental process, it is also emotional, for there to be innovation there needs to be something new or novel, this can be scary at first because it takes great courage to do something that is unknown where it involves possibly learning from many experimental failures.  As we have grown up we have learnt and self taught ourselves to not make many mistakes to make us look less stupid, we have also created emotional defensives to be able to protect ourselves.  Having all these fears are what stops emotional innovation.  There has been leading research by cognitive, social and positive psychologist from Barbara Fredrickson and Alice Isen which has produced strong evidence that positive emotions produces and enhances cognitive process but also enhances innovating thinking and creativity as well as better judgement to make better decisions.  The research has also shown that negative emotions such as fear and anxiety have the complete opposite effect.  Organisations have to try and confront all negative emotions because they inhibit innovation and creativity.  (Hess, E. 2017) 

It is important to remember in a world that is forever changing and where technology is forever advancing it has been said that it is now more important than ever to use our emotional intelligence.  Machines are better matched to deal with gathering large amounts of data and complex situation but human beings with great human intelligence are still much better suited to do jobs like leadership and spurring on leadership in teams but also much better at identifying individuals who they believe would become good leaders who could then lead change. (Libert, B.  Beck, M. 2017)


Learning Agility 

To evolve and succeed in the world that we live in where the business world is so complex leaders must by resilient and innovative where their way of thinking also has to be dynamic but there is one thing that is needed which has been heavily reported by Steve Newhall that being learning agility. (IEPD 2014) Steve Newhall who currently works for Korn Ferry who has over 15 years experience in integrated talent management in international organisations (Korn Ferry) Steve explains that leaders these days can not relay on the generic strategies which have worked for others in the past or even if they are working today because the best leaders can thrive on change, the best performing business have leaders who can adopt quickly to chance and can look and understand uncertainty, these leaders have learning agility.  People who have learning agility learn from unfamiliar experiences and can then apply those experiences to succeed in new situations. Steve said that “Learning agility helps them know what to do when they don’t know what to do.” This is why people who are agile and have great learning agility are most likely to be promoted faster and go on to achieve more than others. (IEPD 2014)
There is seen to be five key characteristics that are used to assess someones individuals learning agility, those being: 

Mental agility-Comfortability dealing with complex tasks.
People agility-How well someones interacts with others.
Change agility-Comfortability dealing with new experiences or change.
Results agility-How well they can deliver results in crisis situations and stay optimistic.
Self-awareness-Can they recognise their own strengths and weaknesses. 
[image: ]
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Having a combination of these traits can be clearly seen in successful leaders.  Richard Branson is a good example of this as he extended his brand from the music business to a wide variety of other businesses ranging from airlines, telecommunications to as far as space.  These business are hugely different but is shows Richard’s wide scope and willingness to embrace the diversification which has inevitably led to his huge success.  It is said that the more responsibility you have learning agility increases, having more responsibility means the more likely someone is to run into the VUCA environment. (Dashiell, S. 2017)

Learning agility and businesses being in a VUCA environment come hand in hand which is why learning agility is gaining more attention than ever.  Learning agility has many characteristic but one of the key characteristics is about how well people can adapt to change and the uncertainty todays world can bring which is what the VUCA world brings.  With the VUCA world we now live inhaling great uncertainty having high learning agility is such a key characteristic someone can have because they thrive in the VUCA world where change is happening all around them where they have to make decisions quicker than ever with greater uncertainty but people with greater learning agility do not walk away from these scary situations because they are willing to take the risks and learning from those experiences. 

When it comes to innovation learning agility is a necessity as one of the first components of learning agility is when people are willing to question the status quo and go on and challenge long-held assumptions with the end goal discovering something new for example a new and unique way of doing something.  Being able to do this requires someone to have new experiences which then goes on to provide prospective and is able to use the opportunity to gain more knowledge and understanding.  People with high learning agility generates new ideas through their individual ability to see issues from a variety of angles. (Mitchinson, A. Morris, R. 2015)


















Recommendations

The business could try new ways of leadership by looking at different types of leadership theories such as transformational and authentic styles of leadership to see if it would improve innovation, motivation and employee well-being.  The business can look at the characteristics from the styles of leadership and see what ones they want to adopt in their business to improve working life.  
When recruiting new employees or even just promoting people the business should look at their individual skills to see if they will make good employees and good leaders for the business, this can be done by looking at leadership skills such as emotional intelligence and learning agility and their characteristics to see if their leaders and new leaders have the characteristics to be good leaders.  Doing all this will make innovation thrive as you have the best possible leaders leading the employees of the business, these leaders know how to lead and know how to bring the best out of people. 
To have greater performance from staff the organisation needs to have great leaders leading them who can motivate then to their maximum but also create a happy and authentic environment, to do this it is important to use leadership skills such as emotional intelligence and learning agility because they skills are down to earth skills that the people like which makes then happier but also have more trust in their leaders because they know they can deliver in these very complex and uncertain times because they have the leadership skills required to do so. 
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