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Executive summary 
The aim of this report was to analyse effective leadership for the future of work. The report has presented ways in which leadership can be exercised in a complex and interdependent world so as to foster high innovation, performance and adaptation. The findings of the critical analysis show that organisations are becoming increasingly complex in the 21st century. Organisations consists of agents that learn, interact, self-organise, have emergent characteristics and co-evolve within the environment. Leaders face complex and complicated scenarios where understanding of an individual part does not necessarily mean having good knowledge of the whole part of system’s behaviour. Moreover, the environment in which the technology organisation operates is volatile, uncertain, complex and ambiguous. These further compounds the complexity nature of organisations and the environment. However, the analysis has presented leadership approaches effective in navigating this complexity. These approaches are a transformational leadership approach, leadership skills approach, adaptive leadership approach, team leadership approach and psychodynamic approaches. Moreover, the report finds that leadership approaches which foster innovation include networks, design thinking, emotional intelligence and learning. Finally, it is recommended that the organisation consider introducing a team working culture, motivate employees and build strong and effective networks.
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[bookmark: _Toc34993297]1.0 Introduction 
Leadership is a process where an individual organises and influences other individuals for the achievement of common goals (Minnaar, & de Morree, 2020; Obolensky, 2017; Anderson & Sun, 2017; Western, 2019). This means that leaders influence followers to act in a certain way. Management involves planning, organising, controlling, coordinating and directing activities and resources in organisations so that certain objectives are realised (Bârgău, 2015; Marguet, 2020). Therefore, in this 21st century, leaders operate in a complex, volatile, uncertain and ambiguous environment that call for unique leadership approaches, traits and skills for leadership success (Chawla & Lenka, 2018). As such, the aim of this report is to critically discuss and evaluate how leadership can be exercised in a complex, interdependent world to foster innovation, high performance and adaptation in an international technology company. The report begins by understanding leadership, innovation and complexity then followed by critical discussion of the VUCA environment in which the organisations operates. The report then evaluates the complex nature of organisations then discusses leadership approaches effective in navigating complexity. Also, approaches to leadership that foster innovation is discussed. The final part provides short summary followed by recommendations for micro-experiments for the technology company.
[bookmark: _Toc34993298]2.0 Literature Review
[bookmark: _Toc34993299]2.1 Understanding leadership, complexity and innovation
According to McDaniel (2007); Mahmood et al. (2019) and Uhl-Bien; and Arena (2018) leadership as a concept has evolved overtime for several decades due to its varied understanding among people. However, there is a common agreement that leadership involves creating influence among individuals considered as followers (Nawaz, 2016). For effective influence among followers, leaders must possess specific traits like emotional intelligence which allow them to establish beneficial relationships and links. Leadership traits are inborn talents. Moreover, leaders have specific skills which differentiates them from non-leaders. On this background, leadership process is complex because it involved understanding the complex dynamics in the internal and external environment of organisations (McDaniel, 2007). 
Besides, organisations are becoming increasingly complex in the 21st century. Organisations consists of agents that learn, interact, self-organise, have emergent characteristics and co-evolve within the environment (Minnaar & de Morree, 2020; Weichhart, et al., 2016; Marquet, 2020; Waddell, et al., 2019; Lizier, 2019). Accordingly, organisations as complex adaptive systems (CAS) consists of agents which produce complex and adaptive behaviours. Based on the Cynefin Framework, leaders face complex and complicated scenarios where understanding of an individual part does not necessarily mean having good knowledge of the whole part of system’s behaviour (Puik & Ceglarek, 2015). Organisations as CAS evolve and form complex feedback loops. Additionally, mega-trends like technological breakthroughs and climate change increases the complexity of the interaction among agents within organisations (Puik & Ceglarek, 2015). 
The increasingly complex nature of organisations requires that leaders explore opportunities for innovation. Liedtka (2015) state that adopting leadership approaches and techniques which spur innovation enable leaders to create organisations which are able to navigate complexity. Innovation entails creating new ideas, methods, products or processes which creates agile organisations. According to Marquet, 2020; Plattner et al. (2016); and Gil et al. (2018), design thinking has been proposed as key to fostering innovation among organisations. Through design thinking, leaders are able to redefine problems, understand users, challenge existing assumptions and develop new solutions which are prototyped and tested. This process of complex problem-solving leads to innovation.  
[bookmark: _Toc34993300]2.2 Critical analysis of the VUCA environment in which the organisation operates
According to Codreanu (2017); Cousins (2018) and Chakraborty (2019) the VUCA framework is an analytical tool which is used to analyse and understand macro-environmental characteristics. This framework is mainly used in issue management because it describes difficult situations and conditions. VUCA simply means volatility, uncertainty, complexity and ambiguity (figure 1). 
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Figure 1. VUCA model
Source: Bennett and Lemoine (2014)
Based on the VUCA model in figure 1, the technology company operates in a complex technological environment. The rate of change of technology is high hence leading to high rate of technological obsolescence (McKinsey & Company, 2019). The socio-technical systems that have emerged because of the unprecedented technological growth has led to computerisation of work, interaction and communication. This has created new problems of achieving a perfect mix between people and machines. Also, emerging technologies like artificial intelligence create pressure on the already beleaguered technology companies to adapt to the fast-changing pace of technological developments (McKinsey & Company, 2019). Importantly, the fragmentary nature of the human-machine interactions creates limitations of organisational adaptation (Deloitte, 2019). This shows that the technology company is facing challenges in processing information which arises from many interconnected parts of the technological environment.
Moreover, the technology company operates in a volatile environment. New disruptive technologies emerge every day. These changes cannot be easily predicted and planned for (Bennett & Lemoine, 2014). This creates survival challenges because some new technologies only last for a while before new ones are developed. For instance, the most current disruptive technologies include artificial intelligence (AI), Internet of Things (IoT) and robotics (Deloitte, 2019). Companies that are able to adopt these technologies and successfully integrate them among the working population are likely to survive. Also, issues like climate change is creating scarcity of resources hence leading to price fluctuations (Chawla & Lenka, 2018; Codreanu, 2017; Gould, 2018). This adds to the complex nature of the technological environment. 
Conversely, the technological environment is becoming increasingly uncertain. Through investments in technology, organisations are creating innovative products which are difficult to match. There is a high possibility that new technological products can drive an organisation out of the market. This creates pressure on organisations to continuously invest in innovation (McKinsey & Company, 2019). 
Finally, the technology company operates in an ambiguous environment whereby the causes of ambiguity are unknown. For instance, expanding into new emerging markets creates ambiguity due to inadequate market information. The shifting economic power also compounds this ambiguity (Codreanu, 2017). Based on these discussions, the technology company operates in a complex VUCA environment which creates enormous leadership challenges. 
[bookmark: _Toc34993301]2.3 Critical analysis of the increasingly complex nature of organisations
According to Sayles (2017), organisations are complex adaptive systems with several interacting agents. Therefore, leaders of organisations find themselves in a chaotic environment where knowledge of one part has no significance in successfully leading an organisation. According to Minnaar, and de Morree (2020); Antonakis and Day (2017); Nawaz (2016); Wang et al. (2015), organisations consists of individuals and leaders working together to achieve specific objectives. This means that the relationships and linkages formed between leaders and followers is very vital (Marquet, 2020). The strength and viability of these relationships do not work in isolation because organisations operate in an environment that is volatile, ambiguous and complex. Secondly, organisations are increasingly becoming complex because they are considered open systems (Gould, 2018). This means that much information and energy passes through organisations hence making it difficult to create a completely stable state. The environment in which organisations operate is unpredictable, uncertain, volatile, chaotic and complex. As such, organisations must at all times manage and respond effectively to issues which arises from the environment (Gould, 2018). This requires continuous change and movement hence adding to the complex nature of organisations. 
Additionally, Schotter et al. (2017); Carter et al. (2016); Puik and Ceglarek (2015) and Nelson and Squires (2019) argue that organisations are increasingly becoming complex because being an open system means that they do not have a defined boundary. Organisations relates with the environment including other organisations. This means that organisations can only be understood in a given context and not as an independent entity hence adding to the complexity. Importantly, there is no one way of leading and managing organisations. Ineffective leadership approaches in one organisation is very successful in other organisation. Schotter et al. (2017) note that this arises out of the novelty characteristics of organisations where causes of certain causes are unknown. For instance, a well-established product may eventually record a big loss. This shows the uncertainty nature of organisations where certain issues that are not expected and anticipated to occur. 
[bookmark: _Toc34993302]2.4 Critical analysis of approaches to leadership which are effective in navigating complexity 
 According to Dóci and Hofmans (2015), leaders should adopt a transformational leadership approach in order to be able to navigate the mega-trends in the VUCA model. Transformational leadership approach causes necessary changes in individuals and existing social systems. Organisations being complex adaptive systems require that leaders form useful relationships with followers (Minnaar, & de Morree, 2020; Marquet, 2020). Transformational leadership approach enables leaders to navigate the complexity in the organisation and the environment by creating valuable and positive changes among followers. Leaders are able to develop followers into becoming better leaders who understanding the multiplicity of agents that interact and operate within organisation. This understanding allows leaders to create organisations which are able to overcome challenges in the external environment. Lehmann-Willenbrock et al. (2015) disagree with Dóci and Hofmans (2015) and observe that transformational leadership approach allows leaders to create supportive and motivated followers who are willing to go extra mile for the benefit of the organisation. This means that through transformational leadership approach, leaders increase the performance of employees through motivation. Motivated employees have high job engagement and are very willing to approach complex tasks with great determination. 
Although Dóci and Hofmans (2015) and Lehmann-Willenbrock et al. (2015) emphasises the need for transformational approaches to leadership, Minnaar and de Morree (2020) and Obolensky (2017) add that transformational leaders must possess specific skills. It is these skills that enable leaders employ appropriate techniques in respect of the complexity experienced as per the VUCA environment. As such, the skills approach perspective in leadership is important in navigating complexity. Leader’s competencies and knowledge are very significant in achieving specific objectives. Northouse (2018) specify three key skills to leadership which leaders must have. These are technical skills, human skills and conceptual skills. According to Minnaar and de Morree (2020); Codreanu (2017); Bennett and Lemoine (2014) and Schotter et al. (2017), the mega-trends in the VUCA environment do not take a single dimension. The complexities experienced may require technical, conceptual and human skills to navigate. For instance, Northouse (2018) state that technical skills allow leaders to develop analytical abilities, apply appropriate tools and techniques and gain specialised competencies commensurate with the complexity to be addressed. Moreover, leaders manage followers hence human skills allow leaders to create effective links and relationships with people (Marquet, 2020). Through common goal achievement, leaders are able address complexity issues in the environment. Moreover, certain complexities require policy formulation and this is where conceptual skills come in.
Although Northouse (2018) stresses the need for leaders to adopt a skill approach to navigating complexity, Minnaar and de Morree (2020); Nelson and Squires (2019) state that it is important for leaders to adapt to the emerging complexity in order to navigate it. This means that adaptive leadership approach enables leaders to adopt specific adaptive techniques that allow them to respond to emerging complex environments. The context in which leaders and followers find themselves, require adoption of critical activities to address the emerging issues. Being complex adaptive systems, organisations operate in an environment that is ambiguous, volatile and uncertain. This means that certain complex issues like new disruptive technologies cannot be planned for or expected. However, as these uncertain situations emerge, leaders should evoke their adaptive skills and influence followers to perform key activities that addresses the complexity (Nelson & Squires, 2019). As a result, leaders will be able to implement effective changes at multiple levels. Adaptive leadership approaches facilitate leaders to mobilise, motivate, organise and focus the follower’s attention towards the complexity. Northouse (2018) argue that adaptive leadership approaches incorporate four key attributes. These are systems perspective, biological perspective, service orientation and psychotherapy perspectives. Use of these perspectives by leaders allow them to achieve the perfect adaptation to the emerging complex issues. 
Finally, team leadership approach and psychodynamic approaches to leadership are also effective in navigating complexity (Northouse, 2018; Dóci & Hofmans, 2015; Bârgău, 2015). Specifically, psychodynamic approach to leadership argue that leaders should have the ability to harness the complex forces and dynamics which are at play within organisations (Marquet, 2020). This means that an understanding of the irrational and shifting forces is important in creating rational behaviours and choices (Weichhart, et al., 2016). Therefore, leaders gain the ability to acknowledge that followers are unique, paradoxical and complex beings which require a myriad of motivational drivers to realise goals (Minnaar, & de Morree, 2020). This understanding is key to navigating complexity. On the other hand, team leadership approach allows leaders to develop mental models which show awareness of the complexity components within teams. Sayles (2017) argue that navigating complexity surrounding teams require knowledge of problems teams are experiencing in line with the McGrath’s Critical Leadership Functions. This leadership approach creates effective teams that are productive (Carter, et al., 2016). 
[bookmark: _Toc34993303]2.5 Critical analysis of leadership practices that foster innovation 
According to Puik and Ceglarek (2015), leaders are able to foster innovation by building effective networks. The context of leadership in the 21st century involves relating with different agents within and outside the organisation. These agents could be employees or other actors outside the organisation. In this regard, leaders should be able to share and receive new ideas from different corners within the organisation. The effectiveness of networks built by leaders allow them to receive new ideas critical in innovating new processes, products and methods. Wang et al. (2015); Weichhart et al. (2016) and Obolensky (2017) argue that lack of right networks can sabotage the ability of an organisation to innovate itself towards the path of success. Networks allow leaders to create structural diversity where information from different complex systems within the organisation are received. Diverse networks created through quality relationships allow leaders to exchange skills, resources and information critical for innovation. Moreover, operational, strategic and personal networks allow leaders to come up with new strategic and operational innovation (Wang, et al., 2015). These innovation enable leaders to position the organisation effectively within the external environment and create innovations for the future.
Secondly, Minnaar and de Morree (2020); Liedtka (2015) argue that design thinking enables leaders to solve current problems, produce new products and implement new corporate cultures. This means that design thinking is the hallmark of innovation for leaders. Leaders that apply design thinking are able to approach complex problems within and outside the organisation through a refined continuous process. The stages of design thinking for innovation involves empathising, defining, ideating, prototyping and testing ideas (figure 2) for problem solving (Liedtka, 2015). Plattner et al. (2016) add that the iterative design thinking process involves understanding users, challenging assumptions, redefining problems and creating innovative solutions for prototyping and testing.   
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Figure 2. Design thinking process
Source: Plattner et al. (2016)
The innovation process through design thinking begins from developing an empathetic understanding to the complex issues (Plattner, et al., 2016). This process involves consulting experts and understanding people’s needs, experiences and motivations. This leads to a deeper personal understanding of complex issues at hand. Leaders then define the problem based on the information gathered and generate ideas that solve the needs, motivation and desires of people (Nelson & Squires, 2019; Plattner, et al., 2016; Nawaz, 2016).  After ideation leaders then develop prototypes which are innovative versions of new products. The products are finally tested for adoption. However, leaders can also achieve innovation through a non-linear design thinking process. For instance, testing to create new products or learning from prototypes to generate new ideas (Liedtka, 2015). This shows that design thinking fosters innovation. 
Thirdly, in the 21st century, leaders require positive emotional intelligence in order to foster innovation. Mathew and Gupta (2018) define emotional intelligence as being aware of one’s own emotions and the emotions of others as well and having the ability to control and influence these motions positively in an empathically manner. Leaders experience a myriad of problems that require creative expression for innovation and business success. Leaders also experience very deep emotions which require appropriate emotional expressiveness (Chawla & Lenka, 2018).  Leaders with high emotional intelligence influence employee positively to be creative at work. Influencing positive moods among employees promote generation of new ideas through analytical processing approaches (Minnaar, & de Morree, 2020). Leaders that show empathy and develop effective collaboration with employees create peace and harmony which entrench innovative practices. Carter et al. (2016) and Mahmood et al. (2019) takes a different perspective and argue that learning is important in innovation among leaders. Leaders undergo several experiences within the complex systems of organisation. These experiences lead to adoption of new ideas, skills and ways of thinking. The new ideas can be prototypes and tested for possible new products or solutions to emerging complexities. This means that learning foster innovation by providing leads towards generating new ideas. 
[bookmark: _Toc34993304]3.0 Conclusion
The aim of this report was to analyse effective leadership for the future of work. The report has presented ways in which leadership can be exercised in a complex and interdependent world so as to foster high innovation, performance and adaptation. The findings of the critical analysis show that organisations are becoming increasingly complex in the 21st century. Organisations consists of agents that learn, interact, self-organise, have emergent characteristics and co-evolve within the environment. Leaders face complex and complicated scenarios where understanding of an individual part does not necessarily mean having good knowledge of the whole part of system’s behaviour. Moreover, the environment in which the technology organisation operates is volatile, uncertain, complex and ambiguous. This further compounds the complexity nature of organisations and the environment.  However, the analysis has presented leadership approaches effective in navigating this complexity. These approaches are a transformational leadership approach, leadership skills approach, adaptive leadership approach, team leadership approach and psychodynamic approaches. Moreover, the report finds that leadership practices which foster innovation include networks, design thinking, emotional intelligence and learning. 
[bookmark: _Toc34993305]4.0 Recommendation for micro experiments the organisation might consider to support the delivery of their strategy
The discussions show that leaders should adopt a transformational leadership approach in order to be able to navigate the mega-trends in the VUCA environment (section 2.4, page 6). Organisations being complex adaptive systems require that leaders form useful relationships with followers. Based on this finding, the technology company should consider introducing a team working culture. Through the team working approaches, leaders of the technology company should consider creating effective team leaders to handle key activities. However, as asserted by Northouse (2018), effective teams must have clear goals and objectives which are time-bound. This means that the leaders of the technology company should create defined goals for each team within the organisation. 
Secondly, the findings show that a psychodynamic approach to leadership is effective in navigating complexity (page 8). Psychodynamic approach to leadership holds that leaders should have the ability to harness the complex forces and dynamics which are at play within organisations (Weichhart, et al., 2016). As such, this report recommends that the technology company should implement motivational mechanisms that unlocks the potential in every employee. Motivational strategies used should take into account the intrinsic and extrinsic motivational needs of employees as suggested by the psychodynamic leadership approach. This will foster cohesiveness, mutual trust and determination towards innovation and overcoming complexity among the employees.
Finally, the discussions show that overcoming complexity requires building effective networks (page 9). The context of leadership in the 21st century involves relating with different agents within and outside the organisation. In this regard, the technology company should seek to build and strengthen networks with other entities. This will allow the technology company to receive new ideas critical in innovating new processes, products and methods. Moreover, operational, strategic and personal networks will allow the leaders of the technology company to come up with new strategic and operational innovation.
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complexity

Characteristics: The situation has many
interconnected parts and variables.
Some information is available or can be
predicted, but the volume or nature of it
can be overwhelming to process.

Example: You are doing business in many
countries, all with unique regulatory
environments, tariffs, and cultural values.

Approach: Restructure, bring on or
develop specialists, and build up
resources adequate to address the
complexity.

@mbiguity

Characteristics: Causal relationships are
completely unclear. No precedents e»
you face “unknown unknowns.”

Example: You decide to move into
immature or emerging markets or to
launch products outside your core
competencies.

Approach: Experiment. Understanding
cause and effect requires generating
hypotheses and testing them. Design your
experiments s that lessons learned can
be broadly applied.

Wwolatility

Characteristics: The challenge is
unexpected or unstable and may be of
unknown duration, but it's not necessarily
hard to understand; knowledge about it

is often available.

Example: Prices fluctuate after a natural,
disaster takes a supplier off-line.

Approach: Build in slack and devote
resources to preparedness—for instance,
stockpile inventory or overbuy talent.
‘These steps are typically expensive; your
investment should match the risk.

uancertainty

Characteristics: Despite a lack of other
information, the event’s basic cause and
effect are known. Change s possible but
nota given.

Example: A competitor’s pending product
launch muddies the future of the business
and the market.

Approach: Invest in information—collect,
interpret, and share it. This works best in
conjunction with structural changes, such
as adding information analysis networks,

that can reduce ongoing uncertainty.
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