



Executive summary 

[bookmark: _GoBack]This report contains the context surrounding business and the environment in which it operates and that includes the vuca environment that is volatile, uncertain, complex and ambiguous that can lead to it is hard to operate it additionally megatrends that affect day to day environment such as technological breakthroughs and the idea that businesses are becoming complex adaptive systems that run where there is not a complete understanding on how it works as a whole but how each component works additionally a look in the way to  identify the issues of the day and how to act accordingly with the cynefin framework additionally how innovation factors into this new environment 
This document goes further to explain more recent methods of leadership such as transformational leadership where the leader can change the perception of the followers to believe that the job they are doing has substantial significance. authentic leadership who are highly aware that their actions will affect how they are perceived and aware that everyone has their own sets of values and ideas. Intent based leadership where the leader-follower relationship is changed and it is more focused on the exchanging of information from those with different expertise. Next is the skills that are required from the leaders such as emotional intelligence and being able to be aware of feelings and social queues and networking and being able to connect yourselves with new people.
The recommendation that was made was a colleague exchange scheme where an employee will be sent to another store for a period of time and be able to connect with new people and report their findings and new ideas to their store of origin so that there can be a contrast made between the two stores and changes can be made if necessary and how it can improve innovation, networking and emotional intelligence 
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Introduction 
Today leadership has many definitions that have been developed over the years but in the context of this report, the definition will come from Northouse as a process where an individual guides a group towards a common goal that they want to achieve (Northouse,2016) and today there is a call for leaders to be more innovative as the environment is constantly changing and making it hard for businesses to run. This can be attributed to the VUCA environment and megatrends, VUCA stands for volatility, uncertainty, complexity and ambiguity each a trait to the environment to describe its state. Megatrends, on the other hand, are changes that can change the way things work or operate such as a technological breakthrough, a change in climate, change in society and demographics all things that can affect a business and its operations this businesses are now becoming more complex adaptive systems where there are a large number of components that are usually referred to as agents however we do not have a complete understanding on how the system as whole works (Holland, 1992). With these factors calls to the question in hand in how we do can use leadership in this environment to encourage high performance, adaption and innovation?
[bookmark: _Toc35000234]Context 
[bookmark: _Toc35000235]External
[bookmark: _Toc35000236]Mega-trends 
 As mentioned previously mega-trends are events or happenings that change the dynamic in the environment and can mean different things for different industries and can be crucial for a business to analyse these trends for future developments and planning (Gomez, 2012) these trends can be a collection of factors such as a change in climate, technology, demographic and the rapid urbanisation (PWC,2020) along with other factors surrounding the organisation. Additionally, “The contextual changes on macro- and micro-levels imply that ‘business leadership as usual’ will not suffice in creating sustainable economic structures. “(Tideman & Arts & Zandee) the issue this quote brings up is that traditional issues will become less useful where them alone will not be able to continue.
[bookmark: _Toc35000237]VUCA Environment
VUCA stands for volatility uncertainty, complex and Ambiguity. And has was introduced in the military during the cold war to describe the state of the environment and in this new environment, there is a need for a more collaborative as it is no longer viable to only rely on the expertise of the leader but the employees also. (Kok & Kok, 2019; Ohanian, 2012) with uncertainty, at an all-time high the communication between leader and team can be paramount for success in the new age especially when we have generations working together at the same time due to the ageing population. 
The volatile environment is one that is unstable and everchanging and can be hard to predict and to keep up with even though the situation can be understood the change can be repeating too rapidly creating problems (Bartscht, 2015) with keeping up with the issues of the day. 
Uncertainty, which is described as the unknown, the problems that arise in the world can have unknown ramifications or lasting effect on the environment that can call for more information needed to be able to find the best course of action (Bennett & Lemoine, 2014)
The complexity of the environment is where there is a multitude of factors that can cause for a situation to be hard to read and hard to combat thus making it harder for decisions to be made (Webb, 2016)which is where modern ideas of leadership can come in to put up more of a fight in a complex environment 
Ambiguity is the mixed signals that make it difficult to see what is happening in the environment Horney & Pasmore & O’shea, 2010)causing it to elevate difficulty in properly diagnosing the problems and coming up with a solution as the issue can be clouded by ambiguity.
All of these contribute to an environment that is extremely difficult to operate in and impedes on decision making and can slow down the process of diagnosing and fixing issues however the new leaders may need to consider being more proactive rather than reactive to survive in this tough organisational climate.


[bookmark: _Toc35000238]Internal
[bookmark: _Toc35000239]Complex adaptive systems
As explained previously the environment is complex and so are businesses with so many different components that are consistently interacting with each other and innovative behaviour can naturally emerge from these complex systems without having a central cause. (Boal & Schultz, 2007) this calls the question to what a well-placed leader can do to influence this behaviour and perhaps enhance the innovative behaviours that have occurred. And to do this a leader must understand and to understand a CAS there must be an understanding of the trends of how the Agents within a CAS interact with one another rather than only being able to understand the agent isolated from others. (Paul & McDaniel 2016)
[bookmark: _Toc35000240]Innovation 
As stated, innovation could be key to the new complex environment as it could be a skill that is valued in leaders to navigate this new environment. Most people define innovation as a process such as the marketing dictionary “The process through which new products, concepts, services, methods, or techniques are developed.” (Doyle, 2011 p. NP) and is again referenced as a process that needs people with a certain visionary mindset (Demaria, 2013) enter the potential leaders that can be a driver for change within organisations. 
[bookmark: _Toc35000241]Cynefin Framework
This framework can be used to develop a better understanding of the context of a problem by using 4 different frameworks that each have a purpose these four are obvious/simple, complicated, complex and chaotic each with its own way of working and process that they go through – simple would be to get the problem and categorise it and immediately respond to it these are usually problems that are repeatable and happen often that can be sensed, complicated however is based on cause and effect however it is not something that is self-evident and has to be analysed before any action is put in to place. (Vasilescu, 2011) next complex where probes are created to show any patterns and then to sense the patterns and respond to them accordingly, chaos, however, is very different as it acts immediately then senses and then goes back to responding (Van Beurden et al 2013)
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[bookmark: _Toc35003397]Figure 1 cynefin framework diagram (Puik & Ceglarek,2015)

[bookmark: _Toc35000242]Leadership 
As mentioned previously the change in the environment calls for a different form of leaders and the movement from traditional methods of leadership to more modern and potentially better a fit for today’s VUCA world and in Organisations that become complex adaptive systems. 
[bookmark: _Toc35000243]Transformational leadership 
This style of leadership is taking a potentially menial job and by getting leaders to influence the followers to help them understand that no matter how menial their job may seem that it has a purpose and is of great importance, as opposed to completely changing the workforce it is a method of shifting the perception of the job to have a more meaningful purpose to their role. This can lead to higher engagement from the followers and allowing them to be more innovative within their line of work. Pradhan & Jena (2019). The findings of a report also shows that this form of leadership can have a positive and lasting effect on the followers as leaders influence people to go beyond basic transactions but improve and think more long term thinking. (Kovach, 2019) which in turn can improve the working environment and let innovation flow more frequently. However, another study says that although there is a positive effect on deep-level diversity it then had a negative effect on the team learning behaviour (Moonjoo,2017). This shows that the attitudes become heightened towards the work however team learning may suffer due to this. 
[bookmark: _Toc35000244]Authentic leadership
Authentic leadership Is a theory where the leader has an in-depth understanding of in the way they act and the way they are perceived by followers and other leaders and the understanding that each person has a different set of moral values, knowledge and ideas. And is focused on empowering the followers in their work (Avolio et al. 2004) this means that leaders under this theory are more likely to have better moral character and can set examples for the followers that they lead creating a safer environment that can create a more positive environment for innovation and perhaps higher performance. This method of leadership also creates a higher level of job satisfaction and better work-life balance (Braun & Peus,2018) which can lead to a higher sense of freedom to the leaders and followers to express themselves and exchange ideas. Authentic leaders being aware of their staff can also be a sign of a sense of emotional Intelligence as they can distinguish that people feel or think a certain way 
[bookmark: _Toc35000245]Intent-based leadership
This theory is one of the most recent and was developed by David Marquette in his boat turn the ship around where he had to pilot a submarine that he had no idea in how to control so he deferred to the individual expertise of the crew that was aboard as they may have other knowledge on how to pilot the submarine this is a good method that seems to lower the boundaries between leaders and followers and created a better environment for communication rather than methods where there is a large divide where it is just the leader barking orders and this theory turns orders into intent so that there is a change in the language that is paramount to breaking from traditional methods as no instead of a follower requesting permission to do something they say what they intend to do this creates some freedom to act rather than using the restrictive language for permission. (Marquet,2014) and the chances of the leader having the most expertise at everything is very low so deferring to others can be a wise decision in today's vuca world as the more ideas that are being passed around can be better equipped for dealing with the issues of the day.
[bookmark: _Toc35000246]Leadership skills 
[bookmark: _Toc35000247]Networking 
Networking is a key factor in any organisation as it connects you to more people which would mean that there would be a natural flow of ideas being passed around in the meeting of new people to your network networking can be a force for a workplace with higher performance (Mpando & sandada,2015; Yang et al 2018) additionally the study of Dr Maxwell sandada says that this is through innovative activities where the owners and managers would share their thoughts with others and then they would end up attempting the method that they learned and creating innovative activity. So merely attempting to network and connecting to the correct people can foster creative and innovative abilities in leaders and organisations 
[bookmark: _Toc35000248]Emotional/social intelligence 
An overall definition of emotional intelligence would be a persons ability to be able to pick up on and process emotion and how it can be managed (Roberts & Matthews & Zeidner, 2007) this is a great leadership trait to have as when working with your followers its good to be able to show empathy when needed to assure that there is a work environment that is psychologically safe so that people don’t feel like they will be judged on ideas that they have or just cause of issues they may have so emotional intelligence allows leaders to pick up om these issues and potentially act differently to facilitate the workers. And having that safe environment will allow or ideas to be shared and innovation can flourish.
[bookmark: _Toc35000249]Conclusion 
This report has found that the world is changing quickly and uncontrollably and there is a call for change in leadership methods to foster innovative qualities within the organization this was found to be able to achieve through different types of leadership such as transformational that gives higher purpose to their job making them feel more engaged within their job role making them more likely to contribute. Authentic leadership shows that leaders can be understanding of others and take more ideas into account before making decisions allowing for a more innovative working environment as more ideas are being put forward. Intent-based as to the findings seems to be more to the idea of decentralising powers and getting rid of the stigma of the leader to follower relationship and puts both parties on similar ground allowing for more things to get done faster and potentially with better results as a greater depth of expertise is being used rather than just the expertise of the leader. Along with the methods of leadership, there are skills that leaders should have more of in this environment so that they can lead more effectively such as networking, networking has a natural property of promoting innovation as ideas are being passed through the network as you can begin to communicate with a variety of different people from different backgrounds and new ideas that can be shared from leader to leader and for them to be able to extract more ideas from others could be essential for survival. Next emotional intelligence that is a great skill to have today as it provides the leader with the skills to understand the followers so that they can better lead with empathy so that they can see how people feel and lead accordingly to the emotions of the workers.
[bookmark: _Toc35000250]Recommendation 
an idea for the development of innovation within an organisation would be to use the nudge theory which was developed so that you can change the behaviour of an individual without adding restrictions but changing the incentives(Thaler & Sunstein, 2009) an example of this would be the opt-out organ donation in wales where you are automatically enrolled into organ donation and must manually opt-out if you do not wish to do so this plays off people are less willing to actively go to opt-in so they switched it so now people no longer need to opt-in hence they just made a slight change without adding a limitation but just changing the default this is now also being introduced in England as of May 2020 (NHS, 2020). This method in this context could be used to improve the flow of innovation, networking and emotional intelligence this could be achieved by using something like an employee exchange program where you take a colleague from one local store and send them to another nearby store so that they are working with more people this would lead to them naturally expanding their network as they go about their routines, additionally, the interaction with these new people can lead to more ideas as one place may operate differently to the other and that exchange of ideas can develop the colleagues innovative skills to improve as they expand their knowledge and become more susceptible to new ways of thinking. Finally, with these new interactions between people, they will be exposed to more emotions which could further lead to the development of the emotional intelligence as they gain a better understanding of their new place of work. At the end of the program there could be the potential for the colleague to present their findings back to the store that they originally came from so that they can share the new ideas and develop their colleagues so that more people benefit from this scheme than just the original participants this method should not be extremely costly as they are still working as usual but perhaps there should be a bonus in place as an incentive to participate so that the participants don’t see it as a waste of time additional cost would be if the store creates travel issues then there should be a travel scheme in place to get them to their placement if they have no way to get there themselves as a result of it being further away and having no mode of transport. This form of nudge will give employees the nudge to meet new people so the skills should follow shortly after. The nudge method has become more popular over the years as it is being used by governments as it was used by US governments and the UK has created a ‘nudge unit’ that focuses on the behaviours. (chu,2017) this shows that its use has proven helpful to the point where politicians are using it so it can be considered a potential strategy in more businesses.
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