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[bookmark: _Toc130657279]INTRODUCTION
Society faces an increasing number of deeply complex environmental, social, and economic challenges. Climate change has become widely regarded by leaders and society as the greatest crisis facing current and future generations. Leaders around the world acknowledge the detrimental impact climate change, such as frequent and intense droughts and heat waves, rising sea levels, and loss of biodiversity, will have on business and society alike. Without immediate, intentional, and transformational change, current and future generations will suffer from the failure to act on this crisis.

Business is crucial to achieving the necessary paradigm shifts to create a more sustainable future. Due to its accumulation of mass wealth while emitting excessive amounts of carbon, business has a moral obligation to address climate change. Beside its obligation, business must act now purely out of self-preservation as what is good for society is good for business (Bonnardeaux, 2021) (Fitzgerald & Cormack, n.d.). Since the industrial revolution, fossil fuels have played a critical role in accelerating the development of society, triggering innovations in mass production, medicine, transportation, and much more. However, society’s dependency and overexploitation of fossil fuels has had a devastating effect on the planet and its inhabitants. Everyone is responsible for producing carbon, but the overwhelming majority is produced by the energy sector, accounting for over 70 percent of the world’s total carbon emissions.

[bookmark: _Toc130657280]CRITICAL REFLECTION
ExxonMobil (Exxon) is a U.S.-based oil and gas corporation, which formed in 1999 during the merger of Exxon (founded in 1882) and Mobil (founded in 1911). Primarily known for their fuelling stations, Exxon also possesses a chemicals division, responsible for producing plastic, synthetic rubber, and other chemicals. Exxon produce 3 percent of the world’s oil and 2 percent of the world’s energy through predominantly unsustainable methods, namely crude oil and gas (MRC, 2018). The Political Economy Research Institute ranks Exxon tenth, thirteenth, and sixteenth among American corporations for airborne pollutants, greenhouse gasses, and water pollutants respectively (Legot, et al., 2011). However, Exxon also plays a key role in the national and global economy by providing hundreds of thousands of jobs, generating tens of millions of dollars in federal taxes, and stabilising the price of jet fuel for many major U.S. airports. As a leading corporation in a highly volatile sector, it is imperative to address the deeply complex challenge of transforming Exxon, a multi-billion-dollar corporation founded on a fundamentally unsustainable business model by shifting the current paradigms of the energy sector to create shared value.

Since the 1970s, scientists have provided unequivocal evidence that human activity is rapidly increasing the temperature of the planet (NASA, n.d.). In 1989, Exxon’s scientists and managers briefed employees on the implications of climate change. Despite these early warnings Exxon are still responsible for producing around 650 million cubic tonnes of carbon emissions per year (Columbia Journalism School, n.d.). The disproportionately large volume of carbon emissions is a clear indicator that Exxon’s current sustainability efforts have been largely ineffective, with insufficient progress being made towards achieving the United Nations’ Sustainable Development Goals (SDGs). To create a low-carbon solution for meeting society’s energy needs, Exxon must undergo a transformation to become an incubator of innovation and sustainable thinking.

To date, Exxon has failed to rise to its sustainability challenges and simply applying more of the same will produce more of the same results.  Exxon must actively seek transformational change to approach an old problem with a new perspective. It must look inwards to develop its own culture of sustainability. Adopting a transformational leadership model, Exxon can inspire organisational change and innovation through promoting accountability, ownership, and autonomy. To successfully apply a transformational leadership model, Exxon requires charismatic and authentic leadership that can inspire and motivate employees through change (Avolio & Yammarino, 2013). To begin its transformation journey, Exxon must first analyse the current state of its organisational culture to understand its strengths and opportunities.  This information is key in developing a fully informed cultural transformation strategy (Carmazzi, 2019). This strategy must mobilise leadership that possess the four key qualities of successful transformational leaders: individualised consideration, inspirational motivation, idealised influence, and intellectual stimulation (Wilson, et al., 2006).

Individualised consideration demonstrates a level of empathy to individuals’ personal situations through supporting their needs, mentoring, or coaching. This approach also helps recognise everyone as a unique person, creating a better awareness of individuals’ strengths and talents. By supporting the development of these attributes, Exxon can help its workforce achieve organisational and personal goals. This personal growth will generate intrinsic motivation to perform their role successfully (Towler, 2019). 

Inspirational motivation is the ability to develop and articulate a compelling vision and shared purpose that will motivate and inspire others to excel in their role. Exxon’s vision must elevate the importance of its sustainability aspirations, demonstrating that Exxon is committed to building an organisation dedicated to creating shared value (social, environmental, and economic). Empowering employees to cocreate the goals for achieving its vision will further increase engagement. A human-centric, value driven vision will provide employees with a strong sense of purpose in their role, encouraging them to apply more effort to achieve organisational goals (Chebon, et al., 2019). 

Idealised influence is the role modelling of ethical behaviour. Employees identify with leaders exhibiting this trait and want to emulate them. Leaders with a high standard of ethical and moral conduct instil trust in their employees, which is a fundamental of any high-performing team. Studies also indicate that idealised influence can significantly improve job performance (Bass & Avolio, 1994). Developing an organisation based on ethics is particularly critical in Exxon’s case, as they need to transition away from a shareholder mindset to a stakeholder mindset to ensure it advances social and environmental conditions while generating economic value.

Exxon needs innovative thinking to develop pioneering sustainable protocols and practices. Intellectual stimulation promotes innovation and creativity through challenging assumptions and soliciting employees’ ideas. Creating a safe space that encourages employees to hypothesise and experiment will help develop innovative, critical thinkers, capable of solving unprecedented challenges (Campos, 2020). This will be essential for Exxon to shift the existing paradigms of the oil and gas industry, which generates wealth from the proliferation of harmful fossil fuels.

Although transformational leadership is an effective strategy for implementing change, it is based on assumptions, and as such, can have several shortcomings that Exxon need to carefully navigate. While the four qualities are easy to understand and simple to implement, they do not always accommodate for some of the complexities of corporate business. Exxon can overcome these complexities by pairing its transformational leadership style with other complimentary leadership styles, such as complexity leadership. Complexity leadership theory focuses on enabling the learning, creative, and adaptive capacity of complex adaptive systems (Uhl-Bien, et al., 2007). It is also important for Exxon to develop leadership “teams” to avoid overreliance on a single great transformational leader. Therefore, transformational leadership should not be applied as a hierarchical model but should empower all employees to become leaders, regardless of hierarchy. And finally, although charisma and inspiration are essential to transformational leadership, it must still be underpinned with scientific rigour to maintain credibility among peers.

Exxon can further strengthen this leadership approach by developing key management competencies. Developing responsible business management behaviours is a long-term task, which needs to be embedded into its leadership development strategy. There are five key competencies that will increase Exxon’s capacity to integrate social and environmental considerations at the heart of its decision making: systemic thinking; embracing diversity and managing risk; balancing global and local perspectives; meaningful dialogue; and emotional awareness (Wilson, et al., 2006). 

Systemic thinking will help Exxon navigate its vast, diverse, multi-stakeholder, cross-border operations through a deeper understanding of internal and external, multi-faceted dynamics. It will enable Exxon to think beyond individual components and better analyse complex system interrelations, create pioneering practices, and enable a tipping point. Through system innovation, Exxon can shift the energy sector’s system onto a more sustainable path (Draper, 2015). Beyond fairly representing the societies in which Exxon operates, diversity is a key driver of innovation. Embracing diversity creates a vast and diverse range of perspectives, cultures, and values from which Exxon can draw upon to increase innovation and tackle complex issues (Østergaard, et al., 2011). Additionally, a robust diversity and inclusion policy will broaden the pool of top talent from which Exxon can recruit from. Exxon conducts its business in nearly 200 countries and the use of its main products (crude oil and natural gas) has a global impact on the environment, regardless of where it is used. Therefore, Exxon must assess and manage the impact its local decisions have on the global stage. Using the sphere of influence model, Exxon can determine the interdependencies between the factors it can affect directly and those that are indirectly impacted by its decisions. With this clearer understanding, Exxon can assess which stakeholders and systems it must actively engage with to affect its sustainability ambitions, while considering its wider social, environmental, and economic impact (Concannon, 2020). With the success of Exxon’s sustainability ambitions contingent on better collaboration with its vast and diverse group of stakeholders, developing meaningful dialogue is crucial. Exxon must be able to listen, inquire, and respond appropriately without trying to reach a predetermined outcome. Through actively seeking out stakeholders’ values and views, Exxon can drive more productive conversations and enhance stakeholder management (Wilson, et al., 2006). It is well documented that business decision making is based on both reason and emotion; therefore it is imperative to support leadership’s executive training by developing emotional awareness (Larson, 2017). Developing emotional awareness will improve self-awareness, foster accountability, enhance communication, and form trusting relationships. Understanding the interconnected nature of emotions, thoughts, and behaviours will enable Exxon to better comprehend the implications of its decisions.

[bookmark: _Toc130657281]CONCLUSION
As a pivotal player in what is widely-considered the greatest threat to humans, Exxon is in a strong position to make a profound impact on achieving the Sustainable Development Goals. Exxon are currently on a trajectory that does not support this achievement and requires urgent organisational transformational change to correct itself. Charismatic and authentic leadership can inspire organisational change to develop a culture of innovation and sustainable thinking. Recruiting and developing leaders with the four key qualities (individualised consideration, inspirational motivation, idealised influence, and intellectual stimulation) will increase its capacity to effectively affect change. Transformational leadership will be a stimulus for change and intrinsic motivation through uniting workers with a value-driven vision and shared purpose; investment in personalised and individual development; role modelling of ethical behaviours; and empowering others to be creative and innovative in a safe environment. Exxon must avoid becoming dependent on single, outstanding leaders by developing leadership teams at every level of the organisation. It is equally important to identify situations that require alternative leadership styles to meet specific needs. Long-term investment in developing leadership will build the necessary capabilities and behaviours to critically think through the social and environmental implications of its decision making. A focus on systemic; embracing diversity and managing risk; balancing global and local perspectives; meaningful dialogue; and emotional awareness will develop the necessary capabilities to leverage its vast and diverse range of thinking stakeholders to shift existing paradigms and systems to create sustainable means to meet society’s energy needs.
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