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Executive Summary
This report gives the reader the knowledge and awareness of how the 21st century the economic environment is rapidly changing due to the evolving demands of globalisation, advanced developments in technology, shifting customer expectations and new attitudes in work, all driven by a multigenerational workforce. Leadership is becoming progressively difficult today due to the increased levels of uncertainty, ambiguity, interdependencies and interrelatedness that distinguish the 21st century. This is the main reason why organisations must adapt to the changes and choose an appropriate leadership approach that will work well within the 21st century. 
The purpose of this report is to show how leadership is becoming progressively difficult today due to the increased levels of uncertainty, ambiguity, interdependencies and interrelatedness that distinguish the 21st century. This is the main reason why organisations must adapt to the changes and choose an appropriate leadership approach that will work well within the 21st century. 
The reader will find that there are a lot of external and internal factors that affect organisations, influencing organisations to change. Throughout the report the reader will find five approaches that work well within the modern times, some better than others which is shown throughout this report. Academic research has also been used throughout the report to support statements that have been made. Lastly, the report investigates the skills leaders need to have to be effective within the 21st century. The three main skills are emotional and social intelligence, networking and innovation.
[bookmark: _GoBack]This report concludes by choosing the appropriate leadership approach for the 21st century, which was the distribution approach. This is because it has been effective for a while, meaning that there is evidence that it operates well for organisations. It also creates more leaders, not followers, so employees can have a good relationship when working together and feel involved, creating an innovative and flexible organisation.
Lastly, this report recommends the organisation to change their behaviour using the Nuge (Nudging) theory as it will involve their employees within decision making processes in the future more. To do this I recommend the organisation to let all employees and leaders have their breaks at the same time, in the same room, encouraging them to communicate with one-another. I would also recommend just putting one big table in a room so everyone would have to sit next to each other, which may spark conversations. The organisation would find there would be an increase in networking, as individuals will be interacting with one another, exchanging information, new skills, knowledge and ideas, and innovation.  
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1. Introduction

1.1. Report Remit
This report critically analyses literature relating to leadership, complexity and innovation to determine the most appropriate leadership approach for the organisation. Secondary research will be used throughout this report to support the information and studies found to find the most appropriate leadership approach for the organisation. 
The aims of this report are to show how choosing the right leadership approach for the organisation can help contribute to the success to become the world leader in innovation and excellence in the sector. 

1.2. Leadership in the 21st century
Today, in the 21st century the economic environment is rapidly changing due to the evolving demands of globalisation, advanced developments in technology, shifting customer expectations and new attitudes in work, all driven by a multigenerational workforce (Cisco, 2011). 
According to Rees and French (2016), “leadership is a word that people come across every day, yet many people find it difficult to define; often it means different things to different people”. This shows that the perception of leadership is individual and that some people view it as only about the ‘leaders’, whereas, other people believe that the outlook ignores the views and opinions of loyal followers who support them. This outlook of leadership shows how the relationship between the leaders and their equally important followers (Rees & French, 2016). 
Also, leadership is becoming progressively difficult today due to the increased levels of uncertainty, ambiguity, interdependencies and interrelatedness that distinguish the 21st century (Clarke, 2013). The complexity occurred due to all the megatrends reshaping the world (Deloitte, 2017). The VUCA environment is also forcing organisations to adapt to the rapid changes. VUCA is short for volatile, uncertain, complex and ambiguous environment (Bennett & Lemoine, 2014). Megatrends are the reason VUCA exists as it helps influence organisational change. Dramatic structural changes to an organisation creates complexity. Complex adaptive systems (CAS) are organisations that are a composite of the interconnected whole (Turner, et al., 2017). 
[bookmark: _Hlk34919259]This report seeks to identify the skills that are required to effectively innovate leadership within organisations.

2. Literature Review
2.1. Environmental Influences
According to Northouse (2015), “Environmental influences represent factors that lie outside the leader’s competencies, characteristics, and experiences. These environmental influences can be external and internal”. It is vital for organisations to recognise and respond to all the external and internal environmental factors that can influence their organisation (Twproject, 2018).
2.1.1. External Environmental Factors
External environmental influences such as economic, political, customers, social issues, and natural disasters, can all provide unique challenges to leaders (Northouse, 2015). All the challenges are outside uncontrollable factors that influence an organisation’s performance (Jessee, 2020). Megatrends and VUCA are the main external influences that affect organisations leadership performance. 
Megatrends are the economic forces in nature and outline the future of organisations (Oxfam, 2020). Klein, Bansal, and Wohlers (2017), said this century is an “era of uncertainty”. This shows how no one is sure how many external environment megatrends there are. For instance, in the ‘Beyond the Noise: The Megatrends of Tomorrow’s World’ Report (2017), it claims how there are “35 drivers of change”. However, Lancefield from the organisation PwC states how there are five global shifts reshaping the world (Lancefield, 2019). Megatrends influence the way organisations operate as leaders need to make sure the way they work, their workforce and workplace cultures are up-to-date for the modern days we live in, and drive growth and performance for the future (CIPD, 2020). Due to the rapid changing landscape of technology, in-depth research and planning are vital in order to make sure technology innovation and sustainability is successful (Turner, et al., 2014). 
[bookmark: _Hlk35034314]Megatrends are the reason VUCA occurs today because it helps to influence organisations to change. VUCA has a huge impact on the way organisations adapt to new changes and how they undertake new skill successfully. 
Organisations can use VUCA to approach challenging situations in an uncontrollable environment. To be successful within challenging situations, organisations must adapt to the changes that arise by learning new skills and strategic plans (Bennett & Lemonie, 2014). There are lots of major events that have occurred in the last decade, for example Brexit. Organisation leaders have entered a new era which requires new ways of leading. However, traditional management methods are not adequate to address the volume of change that’s occurring. This means leaders need to deal with the growing uncertainty, complexity, and ambiguity within their decision-making. However, the organisation leaders who stay focused on their values and missions and deploy bold strategies to increase their strengths will be successful (George, 2017).
2.1.2. Internal Environmental Factors 
Internal environmental influences that affect leadership performance within organisations include factors such as technology, finances, culture, expertise of subordinates, facilities, and communication (Northouse, 2015). CAS and innovation are the main external influences that affect organisations leadership performance.
VUCA is the main reason to why CAS exists as organisations are not considered to be “machine like”, they are now considered to be like CAS beset with uncertainty (McDaniel Jr, 2007). 
According to Laguna (2019), “Innovation is the creation of useful and valuable new products, services, and production processes in organisational context. It has been proven that large and small organisations develop and flourish in the long term due to the innovative potential of employees”. Innovation is a product of systems, which are an emergent factor of leadership. This means leadership drives innovation (Doss, 2013). The drive for innovation is defined as the top strategic driver for organisations. Within the ‘Boundary Spanning Leadership’ report researchers found 92% of senior executives believed the drive for innovation had the most impact on their organisational strategy in the last five years (Yip, et al., 2016). Innovation creates new ideas organisations can use to be successful.

2.2. Leadership Approaches
In the 21st century organisations leadership styles are adapting to modern times as they are changing rapidly to fit the needs of today’s working environments. According to Wankel (2008), “the development of more genuinely sustainable organisations for the 21st century will need a different form of leadership to the last century in order to become successful”. Tice (2007), also believes that “organisations cannot use leadership models from the past and except them to meet the challenges of today’s workplace”. 
There are five different leadership styles for the 21st century; servant, transformational, distributive, authentic, and intent-based. 

2.2.1.  Servant Leadership 
Servant leadership is when an individual interacts with others who are either an employee or work in management, with the aim to achieve authority instead of power. This type of leadership involves an individual demonstrating listening skills, empathy, stewardship, and commitment within their own personal growth towards others (Kenton, 2019). Greenleaf (1970) states how servant leadership begins with the natural feeling to serve first, then contribute to growth. 
According to Northouse (2015), “Servant leadership emphasizes that leaders be attentive to the concerns of their followers, empathize with them, and nurture them”. This shows how they put their followers first, empower them, and help them to develop their full personal capacities. Also, servant leaders are ethical as they lead in ways that benefit organisations, society and community compared to other leadership approaches (Northouse, 2015). 
A servant leader aims to share power with others, as well as encourages the growth and development of others. This also involves listening to their followers carefully to understand their needs and includes leaders holding themselves, and others accountable for their actions and words they say (Kenton, 2019). This shows how this leadership style makes employees feel like they have a good relationship with their leaders as they put their employees first and encourage them to work their highest standard possible, benefiting the organisation. This helps to make their employees feel valued (Rees & French, 2016). Also, within a servant leadership environment it encourages individuals to work together, benefiting themselves and the organisation as it creates diversity and inclusion within the workplace. Employees will also be able to share ideas through networking, becoming more creative (Tarallo, 2018). 
However, if leaders and employees make decisions together for the organisation this could be very time consuming, slowing down the implementation process which may be cost the organisation a lot of money. Also, this leadership approach does not fit every organisation as it take a lot of time to develop their employees and promote personal, and professional growth (Quain, 2018). 
Yoshida (2014) states how “although the servant leader is not directly focuses on innovation but rather on the individual follower it is the general feeling of safety and trust the servant leader creates which creates the willingness for innovation”. 

2.2.2.  Transformational Leadership 
The concept of transformational leadership was founded in 1973 by James V. Downton, then expanded by James Burns in 1978. However, in 1985 a researcher Bernard M. Bass expanded the leadership model even more. This leadership model encourages leaders to demonstrate strong, authentic leadership towards their employees, helping to promote the idea that they will be inspired to follow them (White, 2018).
Bass and Riggio (2006) state how “transformational leadership’s popularity might be due to its emphasis on intrinsic motivation and follower development”. This leadership style achieves the needs of today’s work groups, who want to empower and inspired to thrive within times of uncertainty (Northouse, 2015). 
Transformational leadership is a leadership approach where the leaders encourage, motivate and inspire employees to create change and innovate that will contribute to grow and shape the success of the organisation for the future (Beswick, 2018). Transformational leaders motivate and inspire their workforce without the need of micromanaging. This is because they can trust their trained employees to take over decision making exercises, letting their employees be more creative. Also, employees will be able to train and prepare to become transformational leaders through mentorship. This will benefit organisations as they would not need to go through the recruitment and selection process to find a new employee manager, which would be time consuming and cost money (White, 2018). 
Although the model was founded in the 1970’s it is still effective today as it never changes, just the environments it is used in. It’s appropriate for every working industry, especially for a fast-paced industry that use a lot of technology, as innovation and agility will either make or break an organisation. This is due to the fact organisations must adapt well to rapid changing technology which requires innovation and a strong leadership approach in order to remain competitive. This leadership style would be beneficial for organisations in the modern days we live in as they should all be up-to-date with technology due to the megatrends (White, 2018). 
An example of an organisation who uses this leadership approach is Apple. Steve Jobs innovates on original Microsoft products, as well as building a software ecosystem. Tim Cook then extended on Job’s vision, continuing to focus on innovation, software and brand loyalty which worked extremely well (White, 2018). 
If there is no communication between leaders and employees, individuals will lose interest and the goal will not be complete. Therefore, transformational leaders are required to maintain the enthusiasm of their team to achieve their goal successfully (Gaille, 2018).

2.2.3.  Distributive Leadership
[bookmark: _Hlk35032875]Tom Peters believed “Great leaders do not create followers, they create more leaders”. This quote shows how the leaders and employees can have a good relationship when working together.
This leadership approach has changed from the ‘traditional leader-centre’ perspectives and many people believe it is a possible solution to power abuse in organisations (Bolden, 2011). However, according to Bennett (2003), he argues how “Distributed leadership is not something ‘done’ by an individual ‘to’ others, or a set of individual actions through which people contribute to a group or organisation… it is a group activity that works through and within relationships, rather than individual action”. 
In the 21st century, organisations are becoming increasingly complex which means it is now impossible for just one person to have the essential time, skills and knowledge to lead every aspect of the organisation (Gleeson, 2017). Distributed leadership increases employee engagement and commitment as employees feel they have the responsibility to contribute to the organisation’s success. This creates an innovative and flexible organisation. If employees are more engaged, they will want to share their ideas and help produce new solutions to old problems which will benefit the organisation (Bolden, 2011). This means that organisations are given more options to ideas and solutions, as they are not just relying on one person and individuals can take ownership over their own work (Miller, 2020). However, this may slow the decision-making process as different views will have to be taken into an account and conflicts may occur (Harris, 2008). 
2.2.4. Authentic Leadership
Authentic leadership represents a new area of leadership research, focusing on whether leadership is “real” or genuine (Northouse, 2015). This leadership approach focuses on complex problems in today’s world and their solutions (Lombardi, 2007). 
This approach was developed by George in 2003. George describes with his book ‘Authentic Leadership: Rediscovering the Secrets to Creating Lasting Value’ the essential qualities of the leadership and how individuals can develop the qualities if they wish to become an authentic leader (George, 2003). 
George undertook 125 diverse interviews with successful leaders and found how authentic leaders know themselves, have a genuine desire to serve others, and feel like they can lead from their core values. Authentic leaders demonstrate five characteristics such as a strong sense of purpose and strong values about the right thing to do. They also create trusting relationships with others, demonstrate self-discipline and can act on their values. Lastly, they are sensitive and have empathy towards others  (Northouse, 2015). All the characteristics are beneficial to employees and organisations as it enhances employee engagement, increases productivity, enables flexible working, improves communication and helps to build team spirit (Harriss, 2019). 
This leadership style helps to improve innovation within an organisations workforce as the leaders have strong attitudes and values, meaning they can deliver solutions, adding to the customer experience. Within the delivery of solutions, leaders must also consider customers, research institutions, and suppliers (Geraghty, 2016). This shows how the leader is opening to a collaboration and building a professional networking within relationships. 

2.2.5. Intent-based Leadership
Intent-based leadership is a new, unique leadership style, different from traditional leadership models, which provides solutions to our 21st century challenges (Marquet, 2017). 
Intent-based leadership is when leaders can stop giving orders to employees and working in an environment where they are responsible for everything. This leadership promotes organisations to create leaders not followers, giving people the freedom to develop (Marquet, 2020). 
Intent-based leadership creates a working environment where employees can become the best version of themselves and feel valued and empowered. The leaders within an organisation must care about motivating their employees and keeping them productive (Craig, 2019).
For this leadership style to be effective within the 21st century organisations it is vital for leaders to become excellent communicators, so employees are aware of what they need to do, and do not need to ask again. Also, leaders must have a vision in order to get things done. Long-term planning with employees is a great way to achieve this. This will benefit the employees as they will feel included and motivated to work with the organisation. Lastly, leaders must inspire emotional intelligence in order to build a relationship with their employees, encouraging a positive atmosphere within the workplace. However, this leadership style is a relatively new concept which means there are not many examples on how many organisations use it and if there has been any weaknesses spotted yet (Craig, 2019). 

2.3. Leadership Skills
Leadership skills for the 21st Century are vital as it enhances your ability to complete each task with the highest capability. Leaders require several skills to also help them to interact with their team members. Effective leaders must be able to communicate well, handle responsibilities, motivate their team, listen to feedback whether it is good or bad, and have the flexibility to solve problems in an external environment (Doyle, 2019). There are three main leadership skills that are vital for the 21st century; emotional and social intelligence, networking, and innovation leadership skills. 


2.3.1. Emotional and Social Intelligence
In 1990, Salovey and Mayer created the term ‘emotional intelligence’ (EI). Salovey and Mayer (1990) described emotional intelligence as “a form of social intelligence that involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate among them, and to use this information to guide one’s thinking and action". They also undertook a research program which was set out to develop valid measures of EI and to explore its worth. They found in one study that when a group of people saw a sad film, those who scored high on emotional clarity recovered quickly. In another study, people who scored higher in the ability to observe accurately, understand, and appraise others’ emotions were better meaning they could respond flexibly to changes in their social environments, building supportive social networks (Cherniss, 2000).
To motivate employees in the 21st-century, organisations must engage their minds and captivate their hearts. These skills help leaders when they are supporting employee needs, allowing organisations to create an environment that helps to motivate and develop individuals (Njoroge & Yazdanifard, 2014).
Coaching is another effective process for developing EI as it can help to identify the interferences that limit an individual to manage emotions, preventing their highest performance (Neale, et al., 2009). By removing the interferences, an individuals learning will develop successfully (Goleman & Boyatzis, 2008). 

2.3.2. Networking
Clarke (2013), believes “complexity leadership requires leaders to develop their skills in effectively managing and developing networks”. However, Ibarra and Hunter (2007) believe “networking is simultaneously one of the most self-evident and feared developmental challenges that aspiring leaders must address”. 
Also, boundary spanner is a skill leader’s need so they would be able to bridge interests, transferring information from disparate parts of the organisation (Long, et al., 2013). When leaders achieve the boundary spanner skill, they will be able to listen actively and communicate well with others, have empathy whilst being able to disagree and then being able to move on without harming the relationship, and adopt influencing and negotiating skills. This will make the leader’s personality show openness and honesty (Williams, 2002). 

2.3.3. Innovation
Innovation is more than just product and service performance as it now involves business models, organisation configuration, distribution and customer experience (Duncan, et al., 2017). Leaders must adapt to new thinking skills and different actions to how leaders lead, by choosing the most effective leadership approach. They should also Leaders how to navigate ideas through a complex organisation. Supporting ideas requires as collaboration, have empathy with those who want to join, the ability to explain innovation results (Horth & Buchner, 2014). This also requires the skills of networking and EI which shows how important these three skills are. 
3. Conclusion
To conclude, there are a lot of external and internal environmental factors that influence leadership decision making within the 21st century. The distribution approach is the best approach to use as it has been effective for a while, meaning that there is evidence that it operates well for organisations. Also, leaders can create more leaders, not followers, so employees can have a good relationship when working together and feel involved, creating an innovative and flexible organisation. 



4. Recommendation
I would recommend the organisation to change their behaviour using the Nuge (Nudging) theory. Nudging works when organisations undertake small actions which can have a large impact on the way people behave, creating choice architectures’ for these actions that encourage people to make better decisions (Burt, 2019). This is because a from changing one intervention it encourages individuals to make better decisions, which would be helpful within the 21st century (Bradshaw, 2015). Once the organisation has changed their behaviour theory, I would recommend the organisation to involve their employees within decision making processes in the future more. To do this I recommend the organisation to let all employees and leaders have their breaks at the same time, in the same room, encouraging them to communicate with one-another. I would also recommend just putting one big table in a room so everyone would have to sit next to each other, which may spark conversations. The organisation would find there would be an increase in networking, as individuals will be interacting with one another, exchanging information, new skills, knowledge and ideas, and innovation.  
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