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2. [bookmark: _Toc496043657]eXECUTIVE sUMMARY
The very concept of leadership is almost as old as time itself, with so many having tried to discern and define it that it can no longer have a singular meaning. The environment in which these leaders must work in is becoming more hostile towards them, making it more difficult for leaders to tackle the problems now directed towards them. This environment is being regarded as the VUCA environment, termed as such for its volatility, uncertainty, complexity and ambiguity and it is down to a leader to be able to adapt to help overcome these new challenges. The approach that a leader takes can have a significant impact on how they and their team is able to tackle such problems as for instance a transformational or charismatic leader is able to help ensure that they and their team are kept motivated despite various setbacks this however can quickly become too much for some subordinates and will become burnt out or frustrated at the constant vigil of their team leader. Another such way in which leaders can adapt to deal with these challenges is by bettering themselves with the skills that will give them the edge such as the ability to be agile in such environments allowing them to be flexible no matter what is thrown their way so they can adapt their plans accordingly. Another such skill is that of emotional intelligence, wherein the leader is able to have a firm grasp over emotions such as anger and frustration so as not to show it and dishearten team members or get the better of them and allow themselves to become demotivated, on top of that they would able to ensure that they are able to motivate themselves as well as understand the feelings of those around them, taking this into consideration during planning to ensure that morale is kept high ensuring a maximised level of work efficiency. Overall it is clear that these skills and styles are more important than ever in the 21st century however it is also important to know how a leader can develop these. It is possible for a leader to learn them through various micro experiments, controlled environments in which parameters are controlled except the occasional change, this is also known as nudging wherein small changes are believed to have drastic circumstances. With this it is hoped that the leaders of the future will be born.
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3. [bookmark: _Toc496043658]Introduction

Leader has been constantly adapting ever since the conception of leadership and various styles of leader dating as far back as even ancient Greece or China. Plato, (Takala, 1998) who discusses the various leadership styles within governments utilised in Greece at the time and Sun Tzu who focused on the importance of leadership within the military (Dimovski, et al, 2012). As the world is now two decades into the 21st it is wise to analyse just how much has changed and how businesses are able to adapt to the evolution of leadership styles. Some of the topics this report will be covering are the likes of the ever increasing complexity of leadership as a whole, the various leadership practices that aid in fostering increased levels of innovation and productivity as well as any suggestions as to small scale experiments to help determine the best approach to implementing their desired leadership strategy.

3.1 What is Leadership?
Due to the lengths of which leadership has been scrutinised and developed, there are numerous opinions by scholars on what the true meaning of leadership, a rather interesting interpretation is that leader has developed to a point wherein it has become an industry in of itself (Barker, 2001). This could be due, in part, to the fact that businesses are now looking for successful leaders, ones that can help innovate and drive the business forward, as it is becoming common belief that good leadership is crucial to success (Tichy, Cohen, 1997). However, with a simple search of ‘’leadership’’ in a 2003 academic database returned over 26,000 results, Winston and Patterson (2006) seem to believe that this over saturation of leadership analysis has lead to the analysis of leader being too focused on individual aspects, making a point that perhaps scholars and academics need to take a step back and look at the bigger picture. Winston and Patterson (2006) also likened this situation to that of parable pertaining to the blind men and an elephant (Saxe, 2016), wherein despite the blind men’s accurate yet differing descriptions of the elephant they were unable to encapsulate a description that was sufficient enough. In this analogy the blind men are referring to the scholars and academics whereas the elephant pertained to the topic of leadership. Leadership should however not be confused with management as according to Drucker (1993), managers are able to create customers and have the ability to direct their subordinates and other managers while leaders can plan out future goals for the business, organise the available resources, command those under them while also being able to coordinate with them and have control over the situations occurring within the business (Fayol, 2016). This is not to say that leaders should not have the traits of a manager, in fact they should strive to also incorporate them into their repertoire. 
















3.0       Leadership Fundamentals
There are a number of crucial fundamentals a leader need be aware of in the 21st century which are categorised into internal and external. Being aware and accepting of these is becoming more critical to a leader’s success in the modern world.

3.1 External Factors
3.1.1 	Volatility, uncertainty, complexity and ambiguity. VUCA Environments
The concept of VUCA was initially used to define the more volatile, uncertain, complex and ambiguous world that had been born from the aftermath of the Cold War (Kinsinger & Walch, 2012). However, the acronym of VUCA would not be implemented until the 1990’s and was quickly adopted by businesses leaders as a means of describing the ever changing environment of leadership (Lawrence, 2013). Due to now volatile and unpredictable nature of the 21st century VUCA environment concern is growing among even the most capable leaders with worries that soon the skills that they have acquired over the years will suddenly become obsolete without warning (Friedman, 2005). This makes it all the more imperative that aspiring leaders need to ensure that they the most important skill for this situation, the [image: Image result for vuca]ability to adapt.
Figure: 3.1 – VUCA: Volatility, Uncertainty, Complexity, Ambiguity

3.1.1.1 Volatility
The volatility that is present within a business that exists itself within the VUCA environment is explained as a challenge that the business must face that can be either unstable or unexpected and is some situations end up being both despite the information for the aforementioned situation being readily available and it is easily understood (Bennett, Lemoine, 2014). An example of such an instance of volatility would be if companies supplier is forced to close its doors be it permanently or temporarily due to a natural disaster, thus driving the prices for their product, or ones that are similar, up as supply has been crippled. In order to be able to tackle situations like this it is advised that the company sets aside resources to be used in case of emergencies to allow them the time to come up with a better solution, another such possibility would be to ensure flexibility with the likes of leadership agility (Lemoine, et al, 2017). Both of these options however can be quite costly for the business yet worthwhile to avoid the potential losses of attempting to ride out the problem without.

3.1.1.2 Uncertainty
The uncertainty in VUCA environments is characterised as the basic events being known despite information being lacking. Change is considered possible however there is no guarantee for success (Bennett, 2014). A possible example of uncertainty experienced in the business world is when a competitor initiates the launch of a new product and information gathering regarding the specifics has been limited leading to being unsure about being able to compete. This can potentially be averted by invested more time and resources into information gathering so that more is known in this situation. This would also help with the other factors of VUCA, as it would allow for a more thoroughly thought out line of decision making.

3.1.1.3 Complexity
Complexity with regard to VUCA is where the situations parts and variables are so heavily interconnected thus making it potentially overwhelming for those not aware of the system or underestimate it. This tends to be reflective of multinational companies who are based in a number of different countries having to abide by different laws, cultures and values as well as then having to have these branches work with each other through their own individual red tape  (Mack, et al, 2015). This can be simplified by allowing a build up of resources that can used to address these sorts of situations.

3.1.1.4 Ambiguity
With ambiguity the causes from problems that arise are considered to unclear that you will be facing the unknown of the unknown (Codreanu, 2016). An example of such would if you decided to move into a market that has not yet fully bloomed with skills that you are not entirely comfortable with. The key to overcoming the unknown in this situation is to experiment to avoid risking more time and money than you otherwise would attempting such a leap of faith and once comfortable with both how the market and your own skills work then it should be deemed appropriate to make a full scale attempt. 

3.1.2 Mega Trends
[image: ]
The concept of Megatrends was first put into practice by John Naisbitt (1982) who deemed that Megatrends were split into 5 distinct categories and are generally long term and have a global scope to them. They are also considered to be driving forces behind major changes worldwide and make up a large proportion of the world’s biggest societal problems (Modly, 2016). An example of such megatrends would be if a shift in the balance of economic power occurred somewhere in the world. Such possibilities include where until fairly recently the western world had been the primary focus however there are prime examples of change in that regard as with the slow decline of European nations in terms of economic power a number of them became known as the PIIGS nations which consisted of Portugal, Italy, Ireland, Greece and Spain after having been referred to as Tiger nations for their rapid growth prior (Brazys, Hardiman, 2015). While the European countries started heading towards a slow decline 5 countries were identified as the new growing economies of their time known as the BRICS nations consisting of Brazil, Russia, India, China and South Africa, these countries, while some still not being anywhere near the level of economic maturity of European nations had exhibited unprecedented levels of economic growth at the time that the term BRICS had been coined (Wilson, Purushothaman, 2003). However, since then the BRICS have fallen, sharply dropping in levels of growth over the years since their rise (Sharma, 2012) to take their place are the CIVETS, nations that are being lauded for their diverse and dynamic economies which consists of Colombia, Indonesia, Vietnam, Egypt, Turkey and returning from the fall of the BRICS, South Africa (Vadra, 2018). These nations are currently where the spotlights focus is on due to how recently they came to prominence for their sudden shift in economic power. It is important for leaders to be aware of these shifts in economic standings as to best make decisions for the business that will be a net positive for example setting up supplier relations with a business in a country that is declining would not be a smart choice as there is a higher chance of that businesses eventually going under. 

3.2 Internal Factors
3.2.1 Complex Adaptive Systems
Complex adaptive systems, or CAS, is where having a full understanding of individual parts, in the instance of a leader would be their team members, does not equate to having a full understanding of the whole (Miller, Page, 2009). This is due to the complexity of the final outcome is greater than the parts that make it up, it was Aristotle (Upton, et al, 2014) who in the 4th century BC, initially coined the phrase ‘’the whole is more than the sum of its parts’’ placing great emphasis in how important it is to understand not just the skills of individuals in a team but also how they can be pooled together to make an outcome than any one alone could make. 

3.2.2 Innovation
Innovation is becoming more important within recent years for businesses to be able to get ahead, by being able to developing newer markets or having the ability to expand on them while also ensuring that new functionalities are also provided (Adner 2006; Charitou and Markides 2003; Christensen 1997; Christensen and Bower 1996; Christensen and Raynor 2003; Danneels 2004; Gillbert 2003; Govindarajan and Kopalle 2006). 

3.3 Leadership Approaches
[image: ]As leadership has been developed in recent years, new ideals as to how leadership approaches should adapted have arisen over the years, with various stages of development being met with regard to how leadership should be approached with one of the more recent stages considered to be the Transformational Era (King, 1990).
3.3.1 Transformational Leadership
It is believed that with a transformational form of leadership, a leader must be able to be more proactive than reactive, prove to be more radical than maintaining a conservative stance, as well as being more innovative and creative than their predecessors (Bass, Rigio, 2006, Tichy, Devanna, 1986). It is within this style of leadership that one must exert influence in order to inspire and encourage those under them creating positive levels of enthusiastic commitment as apposed to reluctance to follow orders or indifference that may be expressed by subordinates of prior leaders (Yukl, 1989). It has also been stated by Tichy (1986) and Ulrich (1984) that this approach to leader is in high demand during a transition in the organisation by encouraging innovation to exploit potential opportunities, such as various Megatrends that may arise during this period for the business. Transformation leadership has the advantage of being able to rally a team to a common cause by quickly analysing a situation and is able to convey their vision for the team and the project at hand motivating them with a goal that has a purpose (Kokemuller, 2016) This however, can lead to too much focus being placed on the big picture due to grand vision that these transformational leaders have produced for themselves and thus hate to deal with what can only be considered the little things (Dionne, et al, 2004). Due to the positive nature that these types of leaders bring to the team it can help to cut back on costs brought about by staff turn over due to teams members less likely to leave over work being uninspiring or dull as these leaders would be the perfect candidates for ensuring that these employees are kept inspired and motivated (O’brien, et al, 2008). This enthusiasm produced by these sorts of team leaders can however lead to burnouts for some or feel as if they are constantly pressured by the ever looming presence of their superior leading to the opposite of what is hoped to be achieved (Gill, et al, 2006). This style of leadership is especially effective at pulling businesses back from the bring where there seems like there is little hope as this vast font of motivation can be put to its best use (Tichy, Devanna, 1986).


3.3.2 Charismatic Leadership
With charismatic leadership it is believed that leaders should be visionaries and use their vast charisma to give their team a sense of purpose and or meaning (Roberts, 1985). From this description of charismatic leadership, you can draw comparisons between it and transformational leadership (Weber, 1968). The advantages of applying a charismatic style of leadership would be those similar to that of transformational leadership in that the rest of the team would genuinely feel motivated as opposed to having a sense of reluctance or apprehension to carry out the required tasks set by the leader (Groves, 2005). The disadvantages however, would be that charismatic leaders have a higher tendency to fixated on more so on themselves than on those around them coming across as self centred or egotistical with a sense of superiority (Bryman, 1993, Pillai, Meindi, 1998).

3.4 Fostering Innovation with Leadership
Leadership in recent years is becoming more important in being able to foster innovation within a business due to the ever increasing competitive environment. Leaders are able to do so in various ways be it through skills that they have picked up or traits that they are born with (Lin, McDonough, 2011).
3.4.1 Leadership Agility
Leadership agility has been determined to be a crucial trait for organisational leaders to have as it can mean the difference between success and failure (McKenzie, Aitken, 2012). A leader who can be considered agile in terms of their leadership is able to anticipate change, inspire confidence among their subordinates as well as drive them to action in ways such as improved morale (Joiner, 2008). This trait can prove especially important when tackling the problems that arise from the modern day VUCA environment due to the flexibility provided by being agile to adapt to the unpredictable situations that could be thrown at them (Horney, et al, 2010). Pasmore (2010) identifies core aspects of what make up leadership agility; he determines that leadership agility consists of being able to anticipate change through being able to monitor the situation effectively, sense the change as well envisioning the desired outcome. An agile leader must also be able to generate confidence by maintaining connections with any and all stakeholders, ensuring that the vision, values and priorities are all in accordance with each other as well as engaging with the various stakeholders keeping them informed as the goings on in the business. They must also be assertive in that they must be able initiate the required actions in or to maintain satisfaction or make improvements through effective decision making by collaborating with the many stake stakeholders. Liberate thinking is also required among leaders hoping to become agile ensuring that the concept of innovation is ingrained into the minds of participating stakeholders while also understanding customer needs and solutions to their problems to create loyalty among them and in doing so ensuring that all stakeholders ideas are considered and validated. Last of all they must be able to evaluate results through creating expectations that are clear and measurable to help achieve outcomes which are desired and providing feedback to others in a timely fashion in order for those it is for to implement sooner rather than later. Above all else however, there are 3 fundamental traits that encompass the entirety of the agile model known as the 3 F’s, these are, Flexible, Fast and Focused all traits an agile leader should strive to focus on in order to ensure effective and timely management of stakeholders and resources within a 21st century business (Joiner, Josephs 2006). The problem with this model for leadership agility is that it is not clear if a leader must be able to call upon all these skills or if they only need the majority, if the former it makes it difficult for a singular person to attain the ideals for an agile leader if the latter they can at least aspire to encompass as many of these traits that they possibly can.
[image: ]

[image: ]3.4.2 Emotional and Social Intelligence
Both emotional and social intelligence are crucial traits for a leader to be able to have and develop especially when dealing with other people such as members of their team (Ciarrochi, et al, 2006). Such traits can help from diffusing tensions within to group to simply just being able accept other people’s viewpoints.


There have also been those that believe that emotional intelligence can be considered more important than IQ within the modern world (Goleman, 2006, Matters, 2002, Mayer, et al, 1999) there has also been identified to be five key elements that make up emotional intelligence (Goleman, 1996). The five elements of emotional intelligence put forward by Goleman (1996) consist of Self-awareness; wherein you know the implications of your actions and the effect that they could have on those around you. Self-regulation in that you have the ability to keep your emotions in check such as ensuring your anger does not get the better of you; Self-Motivation in that a leader is able to keep driving themselves towards they desired goal despite setbacks and negativity from others; Empathy so that a leader is able to understand another’s situation allowing their feelings to be taken into consideration when organising projects; Finally a leader must also have very good social skills in order to help them resolve conflicts amongst the group as well know when others should be praised for their hard work and efforts (Mayer, et al, 2000). These traits are especially important to consider and development in todays VUCA environment as they will help maintain a calm and composed exterior and interior when faced with the problematic situations throw your way in such an environment. It is possible to develop these traits through various methods such as such as maintaining a form of logs system to track your daily emotions or to practice defusing hostile situations (Watkin, 2000). 




4.0 Conclusion
Overall it would appear that leaders within the 21st century are facing numerous and more frequent challenges given the environments that organizations now conduct business in. Thus, it truly is important that leaders are capable of handling these challenges be it through an understanding of their and their subordinate’s emotions in order to maintain a motivated work force or by simply having the right attitude. Regardless it is clear that these leaders must continue to develop these traits or skills if they are to be prepared for any shifts in the problems thrown their way.
4.1 Recommendations
In order to help pass on these skills to future leaders there are a number of methods that can be carried out, one such way is that of micro experiments. The goal of these micro experiments is to aid in learning through tasks that are recorded and controlled by only changing a single variable at a time (Marquet, 2020) one such form of micro experiment in this regard would be nudging wherein there is a belief that small actions can have major outcomes. This form of changing a person behaviour has been considered effective even by opposing theorists such as Burt (2019), Sunstein (2014) and the likes of Marxist theorist Gramsci (2005). The effectiveness of nudging is also evident in every day life as nudging was used to influencer consumer behaviour to shift from regular checkouts to self service ones in supermarkets within a short period of time.
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s DECISION MAKING - creating capabilty fo fast, effective decisionmaking at al levels

FAST

‘COLLABORATING - encouraging ideas and gaining insights across organizational
boundaries and from multple stakeholders

BIAS FOR INNOVATION - establishing permission and expectations that innovation is
2 universal requirement for al stakeholders' participation

‘CUSTOMER FOCUS - establishing on going alignment and understanding of
customers to be able to offer business solutions that meet their needs and often
identity unrecognized needs

Liberate
Thinking

IDEA DIVERSITY - establishing processes to encourage and secure innovation
inputs from allevels and stakeholders in the enterprise

CREATING EXPECTATIONS — providing clear and measurable priorities and resources
that are aligned for all stakeholders and desired outcomes

FLEXIBLE

Evaluate
Results

'REALTIME FEEDBACK - providing timely and accurate foedback on key success
measures for al stakeholders

FACTBASED MEASUREMENT - using performance metrics grounded in solid
information measurement to allow reliable insights and conciusions.

is shifting our measurement of customer
satisfaction, both externally and internally,
from strictly measuring “on-time” delivery
to basing our performance on customer

surveys and the customers’ scorecard of us.

Evaluating Results — Maybe the most
important aspect of our leadership agility-
focused growth strategy has been
transitioning from an internally to an
externally focused company. One example

alent Management
ools and Methods
for Identifying and
Developing Leadership
Agility

Too many talent management strategics
reflect ourdated assumptions about how,
where, and by whom work is accomplished.
They portray a more static view of work and
do not account for the VUCA world. This
volatility requires the kind of agility we have
been discussing. Here are some specific illus-
trations of how human resource exccutives
can apply talent management processes for
the identification and development of leader-
ship agility.

Selection — Assess Leadership
Agility Using Structured Interviews.

Some sample questions might include:

* Give an example of when the leader has
performed well in a work environment that
featured rapid change and/or ambiguity.
How did the leader enjoy this work
environment, and what did the leader
learn?

* Give an example of when the leader’s
ability to be decisive was put to the test—
when the leader had to convey a sense of
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