


                                               Executive summary 

This report will give the reader an understanding of how 21st-century leadership is becoming difficult within organisation as the leadership styles are becoming outdated to use within an organisation. This is why organisation need to adapt to all the changes within the 21st century to make leadership more effective.
The reader will get an understanding of how external and internal factors can affect leadership. This report will show 5 different leadership styles that can be used within an organisation and also how innovation is used in all 5 styles. The report will show 3 key skills that leaders need in the 21st century which are emotional and social intelligence, networking and innovation.
This report will conclude by selecting the best leadership strategy for the 21st century, which is transformational leadership. This leadership style is adaptable within many organisations because the style is about helping employees progress and evolve.
Finally, this report will give a recommendation on how a leader can become more effective by having development classes on leadership.
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1.0 [bookmark: _Toc35211608]Introduction
1.1 [bookmark: _Toc35211609]Report Remit
The aim of this report is to analyse leadership styles and also leadership skills to critically analyse the appropriate method for an organisation.
Northouse (2010) describes leadership as "a process whereby an individual influences a group of individuals to achieve a common goal". Describing leadership as a process proposes that leadership is not a characteristic or attribute with which only a small number of certain people are gifted at birth. Defining leadership as a procedure means that leadership is a transactional occurrence that arises between leaders and their followers. Observing leadership as a procedure means that leaders affect and are affected by their factions either positively or negatively (Kotter, 1998). The 21st century is currently changing as the business environment is more dynamic therefore organisations futures are unplanned. There are four areas that frame leadership these consist of VUCA, Megatrends, Complexity and lastly Complex Adaptive System (CAS).
VUCA is short for volatility, uncertainty, complexity, and ambiguity (Bennett and Lemoine, 2014). In the 1990s the US Army's War College decided that post-cold war their achievement in understanding and responding to the world was being condensed by increasing Volatility, which leads toward more uncertainty, because of additional complexity resulting in Ambiguity (Harris, 2017). The VUCA idea has been implemented throughout companies and organisations in many businesses and areas to guide leadership and strategy planning (Jones,2017).
Complexity Leadership Theory defines circumstances in which adaptive subtleties arise and produce creative and adaptive knowledge that displays adequate significance and impact to create change. The problems around complexity are now more significant as economic and social shifts are now occurring in the industry of businesses which outcomes in volatility (Uhl-Bien, et al., 2007) 
Complexity can occur because of megatrends, Megatrends are global, sustained and macro-economic forces of development that impacts business, economy, society, cultures and personal lives thereby defining our future world and its increasing pace of change (Efrat, 2020). Megatrends can affect leadership in business as megatrends are changing the industry we now live in (CIPD, 2013).  
When increasing complexity in an external environment it can lead an organisation to behave like the Complex adaptive systems (CAS).  (CAS) makes structural changes in an organisation, Complex adaptive systems (CAS) are organisations that are a composite of the interconnected whole. Teams must manage and operate in emerging ecosystems, understand factors that lead to team effectiveness when managing and facilitating teams and team conflict, and understand the development of conflict models (Turner, 2017) 
2.0 [bookmark: _Toc35211610]Literature Review
[bookmark: _Toc35211611]2.1 Environmental Influences
[bookmark: _Toc35211612]2.1.1 External Environmental Factors

Northouse (2015) argues that external forces are variables beyond the abilities, qualities, and perceptions of leaders. Environmental influences can be internal and external. Both internal and external environmental factors may be.
The external environment consists of all the external influences or forces that affect the company’s operations. The organisations need to act or respond to keep their operations going (Northouse, 2015). The key external factors influencing organisations and leadership efficiency are megatrends and VUCA. 
Megatrends are future systemic changes that have profound implications for the world surrounding us. Investment processes, knowledge of megatrends give a real perspective. Because of all this, megatrends influence our decisions–from either the businesses, sectors or countries in which we invest to the way we seek possibilities. Megatrends push VUCA as they impact leadership to respond to change in order to remain relevant.
In a VUCA world, leadership, including vision development, is not enough. The abbreviation 'VUCA' stands for volatile, uncertain, complex, and ambiguous. Today's leaders should be physically, emotionally and interpersonally prepared for instability and risk.
Leading in an environment that is dynamic, unpredictable, nuanced and ambiguous and poses a complicated atmosphere in which leaders will work and have an impact on executive development initiatives, and also opens the door to a variety of new abilities needed to succeed. Cognitive Ability is a respected skill set in the VUCA environment, the ability and resilience to handle the situation at hand and yet succeed (Bawny, 2016). Today's leaders must be prepared intellectually, emotionally and interpersonally for instability and risk. 
[bookmark: _Toc35211613]2.1.2 Internal Environmental Factors 

The internal environment relates to society, leaders, developments, and factors inside an organisation capable of affecting an organisations decision (Northouse, 2015).
VUCA is the main reason that (CAS) exists because of the unknown to recognise the multifaceted and disordered subtleties that drive modern volatile, uncertain, complex and ambiguous (VUCA) situations (Bartscht, 2015). 
Complex Adaptive Systems (CAS) are organisations that make up the integrated whole. Adaptive leadership provides a descriptive framework for managers and leaders to adopt when coping with interpersonal tension when working in today's dynamic and global environment (Turner, 2017).
Innovation is a crucial part of leadership as individual's need this skill as they learn to work in complex, demanding situations. They must also build an innovation environment within organisations. Innovative processes, instruments, and analysis are key to organisational future health and viability (Horth, 2020).
Leaders will have to learn how to build an environment of company where people use creative thinking to resolve challenges and create innovative products. It is about increasing an innovation ecosystem not just recruiting any innovative outliers (Horth, 2020).

3.0 [bookmark: _Toc35211614]Leadership Approaches 

In the 21st-century organisations leadership styles are changing rapidly as there are various methods that can now be followed. Organisations need to choose a leadership style that will fit into their organisations. Leadership is described as the art of inspiring a group of individuals to act toward achieving a common goal (Smith et al.,2019). They are the person in the group that possesses the combination of personality and leadership skills to make others want to follow their direction (Ward, 2020).  Llopis (2013) believes that organisations should not use outdated leadership styles as organisations may lose their competitive edge.  
[bookmark: _Toc35211615]3.0.1 Distributed Leadership

Distributed leadership will help spread the decision-making skills of the entire team, especially those on the front lines of the process. Motivating effort and teamwork, this approach encourages those nearest to the strategy to take actions that will have the greatest effect on their progress.
Spillane (2006) believes distributed leadership is “emerging a set of ideas” distributed leadership models is more distinct from the defined organisational positions and, rather, the activities of all individuals at all levels of responsibility are viewed as an integral part of the organisation and the overall functioning of the group or business. 
There are many reasons why companies may use this method as it has advantages such as it gives the opportunity to emphasize honesty, for example when a specific style of leadership is being used, the organisation must be built on the idea of transparent and truthful communication. You can't propose hypothetical scenarios or pretend to be someone or somebody that you are not in this framework. The organisation depends on every leader to express their experience at all times, even if it runs counter to what other leaders may feel or think at the moment (Bennett et al., 2003). Innovation would be used within in this leadership style as Spilla (2006) states that this leadership style is about “emerging a set of ideas”, innovation is a vital contribution to mainstream business thinking. This enables companies to bring innovative ideas and energy to an individual that may be a group leader and to solve group problems. This also lays the groundwork to add more creativity to the company (Horth, 2020).
Problems can also occur from using this leadership style within organisations such as it slows down the decision-making process, for example, If there is one individual accountable for making choices within an organisation, then the pace of application can be fairly high. When there are numerous voices that can relate to these developments, then each outlook requests an opportunity to be perceived. This therefore can make ideas move gradually, which is a drawback throughout an emergency situation. Though more variety eventually adds power to an organisational structure, Leaders may feel helpless if crucial decisions need to be made quickly (James, 2018).
[bookmark: _Toc35211616]3.0.2 Transformational Leadership

Many organisations also use transformational leadership. According to Northouse (2015), he believes that "Transformational leadership is a process in which an individual interacts with others and creates a bond that raises the level of motivation and morality of both the leader and the followers". Transformational leadership is a common leadership style, especially in companies when culture is seen as essential to employee engagement, efficiency, and performance. It's comparable to servant leadership, another form of ethical leadership, but also with crucial differences (Rees, 2014).
Transformational leadership reflects on the requirements of others instead of on the needs of the leader. Similar to the leadership of the subordinate, but different because the leader has a different emphasis in each style (Rees, 2014).
Transformational leadership is a leadership style that promotes, inspires and motivates staff to evolve and generate progress that will continue to grow and influence the organisation's potential success. It is done by providing a precedent at the executive level through a clear sense of organisational culture, employee responsibility and self-reliance at the workplace (White, 2018).
Transformational leaders empower and motivate their workers without micro-management they trust qualified staff to take control over decisions in their assigned employment. This is a leadership style intended to allow workers more space to be innovative, focus on the future and discover new approaches to old issues (White, 2018). 
Transformational leaders promote, empower and drive' innovation' and progress. Employees are empowered to be innovative independent thinkers, and they are allowed to work creatively for vision and core organisational function (Beswick, 2018).
Transformational leaders recognise the value of strategy and collaborating with people to achieve results. This is why, when companies become recognisable innovators, they generally have a transformational leader at the centre (Beswick, 2018).
Studies show that Transformational leadership and creativity have been described as having a major effect on organisational efficiency. This demonstrates that the transformational leadership and creativity of the companies have significantly enhanced (Samad, 2012)
Transformational leaders create and manage change for example, for companies to grow, they should be able to adapt, strengthen and develop over time. Once new strategies are in motion, transformational leadership is the best approach possible to get people on board to the mission that is being implemented. They are able to sell the changes, enhancements, or expansions needed because they already trust the method themselves, which allows others to make the changes themselves. When applied correctly, this method would allow the leader, the members, and the organisation to finally achieve their full potential (Gaille, 2018).
However, with transformational leadership is that it requires constant feedback, transformation leaders are often expected to retain their team's passion for achieving a particular vision or target. To raise the level of excitement, leaders must provide their followers with regular input on the progress that has been made. This feedback has to occur regularly in order to succeed. Transformational leaders who are known to neglect this ability or to offer it to their members are prone to failure (Gaille, 2018).
[bookmark: _Toc35211617]3.0.3 Servant Leadership
According to Greenleaf (1970) he believes that “The servant-leader is servant first. It starts with the natural feeling that one wants to serve, to serve first, then a deliberate decision takes one to aim to lead.”
As a servant leader, you are the "first servant"–the leader concentrates on the needs of others, particularly members of the team before you consider oneself. the leader considers the viewpoints of others and provide them with resources they need to achieve their work and life goals, include them in choices where necessary, and create a sense of collaboration within your group. This leads to greater commitment, more confidence and better connections with team leaders and other participants. It could also contribute to a rise in creativity (Jeffrey, 2020).
Northouse (2013) identified many characteristics observed in a series of studies from 1999 to 2011.   Some of the attributes that are essential to the servant leadership theory include: listening, self- awareness, foresight, empathy, persuasion, stewardship, healing, conceptualisation and finally community (Northouse, 2013). Additionally, Northouse (2013) published a Model of Servant Leadership.
A range of philosophic beliefs, as well as concrete and empiric facts, indicates that servant leadership is not just "work" but can be considered successful and beneficial. Servant leadership is successful as it integrates a validated aspect of good leadership (Gandolfi, 2018). Nevertheless, successful leadership is neither direct or a one-way method of communication or occurrence. Instead it is extremely interactive (Northouse, 2007).
Servant leadership encourages empathy because when team leaders make choices in this environment, they do this by viewing at the situation at different viewpoints. It helps members to reject requests if they don't help anyone for whatever reason (Regoli, 2019).
In spite of this, this leadership style may require retraining because many leaders such as supervisors and managers may not have learnt this style of leadership, therefore meaning an organisation may want to implement this method within their company but they will need to spend money and time to retrain their employees in how to think (Regoli, 2019).
Servant Leaders work on the needs of the people, building an atmosphere open to creativity (Thompson, 2015).
The Servant Leader is not specifically centred on innovation, but on the individual members (Thompson, 2015), this is the general perception of safety and confidence generated by the Servant Leader that generates a desire to innovate. (Yoshida, 2014).
When using this leadership style among an organisation, employees may feel appreciated, which leads to improved retention, enhanced production, and augmented innovation (Mackey. 2018).
Blanchard (2018) believes that because of the change in servant leadership, Employees of lower rank feel more enthusiasm for work, cooperate more and participate in creative behaviours that drive business.
Servant leadership innovates and achieve the desired organisational targets by modeling the appropriate actions they request from their members. Every leader is a good innovator. Even when the methodology varies dramatically. behaviours that contribute to organisational learning which effect, promotes leadership style learning (Gandolfi, 2018).
[bookmark: _Toc35211618]3.0.4 Authentic Leadership

According to Northouse (2016), he states that "Authentic leadership is really about honesty and leadership of leaders." Authentic leadership is a form of a leadership style where individuals behave in an actual, sincere and genuine way which is representative of what they are doing as individuals. Proponents of authentic leadership argue that this style of leader is ideally placed to encourage confidence, commitment and good success on the part of employees (Pratt, 2018).
Usually, authentic leaders are optimistic individuals with straightforward self-concepts who endorse honesty. Through building confidence and receiving emotional support from their employees, authentic leaders are able to boost individual and team performance  (Gardener, 2011).
This method has been completely adopted by plenty of leaders and leadership mentors who see ethical leadership as an option for leaders who value profits and stock price over individuals and morals. Authentic leadership is an increasing field in academic leadership studies, that has progressively evolved from uncertainty to the start of a fully developed concept  (Gardener, 2011).
Authentic leadership focus is on objectives and the inner actions and values of an individual, the leader is far more capable of preserving confidence and unity within the community. The goal is to inspire and direct workers through the tasks in a compassionate and truthful approach (Luenedonk, 2016).
Because authentic leadership is relatively new the leadership style does not have coherent or common philosophy, with various writers applying their own interpretation of what it means to become a great leader. Proper analysis of the advantages and assessment of credibility can also be difficult (Luenedonk, 2016).
Authentic leadership includes transformational/full-range leadership, positive psychological capacities, ethical and moral perspective. These constructs are conceptually highly relevant to creativity. For instance, previous researches indicate that transformational leadership has shown a positive impact on creativity (Shin&Zhou,2003; Sosik, Kahai & Avolio, 1998).

Authentic leaders can have an effect on innovation. They will encourage creativity rather than conventional forms of leadership. Authentic leaders foster creativity through trust and understanding, confidence building, motivation building, and sustainability building. In fact, authentic leadership could also have an important role to play in improving creativity through relationships with employees (Müceldili and Turan, 2013).
Innovation can be encouraged by the relationship aspect of Authentic Leadership. Academic studies have shown that partnership and the nature of the relationship affect the creative efforts of staff, which would have an impact on organisational innovation (Yuan and Woodman, 2010).
[bookmark: _Toc35211619]3.0.4 Intent-Based Leadership

Intent-based leadership provides an opportunity for individuals to participate so that they feel respected and motivated to achieve their ability. Goal-based leadership is about creating an atmosphere where people give purpose to one another and feel respected and supportive of their work. It helps to understand why they integrate into the company itself and its goals. It allows them to feel empowered, driven, and to learn from their mistakes. Intent-based leadership is all about providing influence and decision-making credit to individuals who retain knowledge (Power, 2020).
Intent-based leadership is fresh, creative, fast-paced leader development. This leadership style is a change from the traditional leadership methods, the new style provides solutions for the 21st-century challenges (Lloyd, 2017).
Innovation is linked within intent-based leadership as many leaders help employees to devise plans to help them, therefore, mean their different ideas. employees will feel empowered by their leader. Intent-based leaders are always open to feedback and inviting criticism to make them a better leader (Power, 2020).
[bookmark: _Toc35211620]3.1 Leadership Skills 

Leadership skills in the 21st century is rather essential because they improve the ability to achieve each project with successful results. Leadership is an essential management role that helps to maximise productivity and accomplish organisational objectives. Guidance also involves advising the employees to do their jobs efficiently and effectively (Juneja, 2015). There are three vital skills needed in the 21st century these are emotional intelligence and social intelligence, Networks and Boundary spanning and finally innovation.
[bookmark: _Toc35211621]3.1.1 Emotional intelligence and Social intelligence

Salovey and Mayer (1990) described emotional intelligence as "a type of social intelligence that includes the aptitude to track one's own and others’ emotions and feelings, to distinguish between themselves, and to use this knowledge to direct one's thoughts and behaviour." Salovey and Mayer have also opened a program aimed at improving and exploring the importance of true emotional awareness indicators.

For example, one study revealed that whenever a group of individuals watched a distressing film, those who scored the highest on emotional awareness would have the skill to identify and name the mood they may be feeling which therefore meant they recovered more rapidly. In an additional study, people who scored higher in the aptitude to observe accurately, comprehend, and value other people’s emotions were better, this, therefore, meant individuals were capable to react compliantly to alterations in their social environments and shape helpful social networks (Chemiss, 2000).
Coaching is considered to be an important tool in the growth of Emotional Intelligence and Social Intelligence (Hughes, et al., 2009; Neale, et al., 2009).  Coaching may also recognise intervention, adverse ideas and attitudes that decreases cognitive skills and inhibits emotional regulation and prevents effective output (Neale et al., 2009). Eliminating these interruptions may accelerate learning (Goleman, 2008). A successful place to start for coaching may be the calculation of the existing EQ using the Sparrow and Maddocks Individual Effectiveness Technique (The British Psychological Society, n.d.).
[bookmark: _Toc35211622]3.1.2 Network & Boundary spanning

According to Clarke (2013), he believes “Complexity leadership requires leaders to develop their skills in effectively managing and developing networks”. Furthermore, a study by Ibarra & Hunter (2007) noticed that networking is "simultaneously one of the most self-evident is one of the most feared development threats that emerging leaders can face." As companies aim for successful cross-border cooperation, leaders should look further than the organisational map to the unseen unofficial networks that sustain the company (Cross, et al., 2013; Cullen, et al., 2014). Analysis from MIT found that having employees work throughout boundaries was the greatest barrier for teamwork in companies (Kane, et al., 2018).
Boundary spanners are people who are experienced at connecting and transmitting knowledge from various areas of the business (Cullen, et al., 2014; Williams, 2002). Reaching through borders, leaders strive to expand their perspectives and create more complex and innovative ways of addressing challenges, promoting cross-organizational creativity and change (Clarke, 2013; Ibarra & Hunter, 2007; Yip, et al., 2016).
[bookmark: _Toc35211623]3.1.3 Innovation

As a result of the ongoing globalisation campaign and evolving customer expectations, innovation has become a key driver of growth, performance, and valuation (Brash, et al., 2008; Mickahail, 2015). Innovation is no longer just about product and service quality, but also about business models, corporate architecture, delivery and customer experience (Brash, et al., 2008; de Coutere & Horth, 2016).
In the face of problematic and unforeseeable circumstances, leaders cannot rely solely on reasonable decision-making built on earlier experiences, as uncertainty cannot be measured (Horth & Buchner, 2014; Mitchell, 2017). So, in its place, they must also try to make sense of the unidentified that needs innovation leadership. This means putting new ideas and different behaviour into the hands of leaders and building an environment for creative thinking.
4.0 [bookmark: _Toc35211624]Conclusion

To conclude this report, it shows that there are numerous amounts of factors that influence leadership which included external and internal environmental factors. These factors now influence decisions in the 21st century for leaders. There have been many leadership approaches that have been effective within an organisation. Transformational leadership is a common leadership style that is very effective as culture is essential for employee engagement, effectiveness and performance. This leadership style inspires staff to evolve and progress to become successful, this, therefore, means that this is the best approach to use within organisations as employees try to become the best of their ability.

5.0 [bookmark: _Toc35211625]Recommendations

For a leader to be more effective within an organisation I would recommend that the organisation should offer the leader a development program. Failure to lead is too common. This is important that companies do everything they can to make their members successful. Through looking more closely at a leadership team and the qualities necessary to succeed, and then respecting and engaging consistently with a leader, you are able to cultivate a stable and successful leadership team. Good, successful leadership is an important part of both individual and organisational success. Offering leadership development resources will enhance integrity, commitment, and benefit. Incorporating strong leadership and education skills into the existing operating framework promotes the development and long-term success. By using the recommendation, the organisation would enhance the skill of emotional and social intelligence.
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