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[bookmark: _Toc153670528]Strategic Foresight Report: Baby Wear UK
[bookmark: _Toc153670529]Introduction
From neon in the 1980s to oversized sweaters in the 2000s, clothing industry trends are constantly changing, and it is difficult to predict how long a certain design will stay in style (Manucot, 2018). Some companies have survived through the volatile clothing industry for decades. Others flourished for a short period of time but then eventually became obsolete. Our case study will focus on the Babywear UK which is a leading UK based manufacturer of Babywear and Childrenswear. The company has been established since 1978 and prides itself on delivering UK manufactured garments to the highest standards of quality (Babywear UK, 2023).
The study will also apply change management theories to address challenges, emphasizing leadership in agility, evolution, and transformation. Furthermore, the study evaluates talent management with a focus on ethical leadership for digital transformation. The last part of the report will address the readiness assessment, rooted in self-reflection, examines strengths and areas for growth, laying the foundation for future industry leadership.
[bookmark: _Toc153670530]PART 1
As the company stands at the intersection of tradition and innovation, selecting the right leadership styles becomes crucial for adapting to future industry trends. This examination explores leadership styles such as transformational leadership (visionary leadership) and organic leadership assessing their relevance in fostering innovation, ethical practices, and effective communication within the specific context of Babywear UK. Drawing insights from successful implementations of these approaches in other companies, this evaluation aims to provide actionable recommendations for Babywear UK to fortify its leadership strategy, ensuring resilience and future readiness in the competitive world of baby clothing.
[bookmark: _Toc153670531]Chosen Leadership Style for Babywear UK
Babywear UK current leadership style is a classical approach. The classical model is much too inflexible to accommodate the changing demands of the clothing industry (Smith, 2023). If this model centralizes authority at the top of the hierarchy and gives almost no power to the bottom, how can it truly capture how the consumer is changing and what the consumer wants? After all, while creative directors have full control over the designs of collections, and marketing managers handle the company’s image, store managers and retail employees at the bottom of the hierarchy have no input in what they sell. Ironically, they may actually know more about consumers because they are the ones who regularly interact with them.
We propose that the company should change to a more modern innovative leadership namely, transformational leadership (visionary leadership) and organic leadership. Transformational leadership, otherwise known as “visionary leadership”, revolves around one shared vision between leaders and followers (Bush, 2018). Components of transformational leadership include influence through charisma, inspirational motivation, individualized consideration, and openness to questioning and feedback (Mc Cleskey, 2014). Under this style, followers are not just included, but are also expected to participate in the decision- making process. Transformational leaders are receptive to input and must use this to maintain follower engagement and to uphold the group’s vision (Deng et al., 2022). The newest leadership style – organic leadership – does not actually have a formal leader. Rather, there are several smaller groups, each led by a leader, that work together to achieve the organization’s goals (Dang and Basur, 2017). This style is built upon the idea that individuals will interact and share ideas within their groups, then subsequently work with other groups to make decisions (Zhang et al., 2014). There is no hierarchy; therefore, the values and overall culture that drive decisions within these organizations are almost entirely determined by their small groups.
[bookmark: _Toc153670532]Evaluation of the suitability of the Chosen Leadership Style for Babywear UK
[bookmark: _Toc153670533]Transformation Leadership
To compete in today’s clothing industry, it may be in Babywear UK company’s best interest to try a more flexible model like transformational leadership, otherwise known as “visionary leadership”. Because this style is based on a shared vision between leaders and followers, the company’s strategy can be tweaked depending on what followers want, in order to match present market conditions (Bush, 2018). In the highly competitive fashion industry, being innovative and creative is crucial to stay ahead of the game. By utilizing transformational leadership principles, companies can foster a culture of innovation and inspire their employees to think outside the box (Krishnan, 2012). This means providing your team with the tools they need to experiment, take risks, and try new things. You also need to allow your team to make mistakes without fear of retribution. A safe space where they can work creatively is crucial.
A great example of a company that has embraced transformational leadership is Nike. Under CEO Mark Parker’s leadership, Nike has been able to stay at the forefront of the athletic apparel industry. Parker’s inspiring vision for the company has been instrumental in driving innovation and creativity within (Nagori, 2022) Nike. He encourages his employees to think innovatively and challenge existing standards. This kind of leadership style has led to the creation of some of Nike’s most successful products, such as the Flyknit technology used in their footwear. Flyknit revolutionized the process of constructing shoes, and it was a product of a highly innovative and collaborative team effort (Klimovski, 2016). Additionally, recognizing and rewarding success is an important part of transformational leadership in the creative process. When someone on your team comes up with a groundbreaking design or a truly innovative idea, make sure to acknowledge them. Celebrating team successes will motivate your team to keep producing their best work (Rodriguez, 2021).
As a leader by embracing transformational leadership, you can foster a sense of flexibility and adaptability in your team. A transformational leader is someone who is willing to take risks and make decisions quickly and effectively (Jordan, 2022). They are not afraid of change and are always looking for new ways to improve their team and their business. If you want to be an effective transformational leader, you need to be willing to adapt your leadership style to fit the situation. Tommy Hilfiger, originally rooted in classical leadership, has adeptly transformed into a contemporary transformational leader. Shifting focus from design innovation to social innovation, Hilfiger champions a socially-conscious vision, emphasizing sustainability, positivity, and youthfulness through Tommy's 3 Principles (Tommy Hilfiger Licensing, 2015). The organizational restructuring includes a separate creative director, multiple fashion designers, and the "TED @ Tommy" program, fostering a culture of inclusivity and idea-sharing among associates of all levels (Tommy Hilfiger Licensing, 2015).
[bookmark: _Toc153670534]Organic Leadership
[bookmark: _Hlk153540914]Although classical and transformational leadership are most common in fashion, the organic approach to leadership also has promise, especially when used in conjunction with the transformational approach. As one of the newest leadership models, organic leadership – or the “small group approach” – is more difficult to apply in the fashion industry by itself. This may be because communication under a small group approach is too difficult when there are many people in an organization (Lough, 2021). Organic leadership is, therefore, usually applied in combination with transformational leadership. For example, Ronald van der Kemp founder of fashion company, RVDK, uses an organic leadership style in that RVDK’s design and production happens throughout several small ateliers in the Netherlands (Mower, 2018). The idea behind having several ateliers stems from van der Kemp’s vision of providing talented Syrian and African refugees the opportunity to showcase their skills and to earn income (Mower, 2018).  In these setting, employees’ hand-craft their own designs. As a result, almost all of RVDK’s products are limited edition, which has distinguished it from other European fashion companies. The organic style of running the company enabled the implementation of van der Kemp’s transformational approach. Both styles work synergistically to instill new energy into the company that makes it stand out and potentially renders it more competitive. Because the company was only created in 2015, there is still limited data to support the effectiveness of van der Kemp’s style. This being said, the rising prominence of RVDK on red carpets and social media suggests that it is competing well in today’s fashion industry (Berrington, 2018).
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Transformational leadership, with its emphasis on shared vision and creativity, aligns well with Babywear UK's potential organizational culture. In an industry where innovation is key, this leadership style can foster a culture that values new ideas and encourages employees to think creatively (Metcalf, 2022). Babywear UK, being in the clothing industry, may benefit from a leadership approach that inspires and motivates its team to stay ahead in design and functionality.
Moreover, the emphasis on sustainability and inclusivity, as seen in the example of Tommy Hilfiger's transformation into a transformational leader, resonates with ethical considerations (Tommy Hilfiger Licensing, 2015). If Babywear UK adopts a similar approach, it can prioritize sustainability in its production processes and promote a socially-conscious vision. This may involve using eco-friendly materials, ethical sourcing, and contributing positively to the community.
The organic leadership model, especially when combined with transformational leadership, can also align with Babywear UK's potential values. The decentralized approach to design and production resonates with the idea of providing opportunities and showcasing talent (Lough, 2021). If Babywear UK values individual creativity and unique, limited-edition products, the organic leadership model can complement the transformational style, contributing to a positive and ethical organizational climate.
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[bookmark: _Toc153670537]Introduction
In this section, we will examine how the theory of change management can serve as a strategic framework for Babywear UK to attain its business goals in the evolving landscape of the clothing industry. By integrating principles of agility, evolution, and transformation in leadership, we will explore how the company can position itself as an industry frontrunner amidst technological advancements.
[bookmark: _Toc153670538]The Theory of Change Management
The theory of change management encompasses systematic frameworks and principles designed to guide organizations through planned transitions (Pollack, 2017). It involves understanding, implementing, and sustaining changes to enhance effectiveness, adaptability, and overall success (Reinholz and Andrews, 2020). This theoretical approach addresses the complexities of organizational transformation, considering factors like leadership, culture, and communication. 
[bookmark: _Toc153670539]Change Management Theory Support for Babywear UK Business Strategic Goals
To remain competitive, a company will typically implement a plan for change. Organizations need to prepare for the future to keep pace with technological changes, the economy, and other factors that can contribute to success (Phillips and Klein, 2022). A change management plan helps address previous changes that failed to meet goals and objectives and can result in more successful outcomes. Babywear UK strategic goal is to transition from a classical to a more transformational leadership which will help the company be innovative and achieve the business strategic goal of being at the technological development forefront in the clothing and fashion industry.
The initial three industrial revolutions in fashion prioritized production efficiency, introducing mechanization, mass production, and computer-aided design (Jin and Shin, 2020). The 4th Industrial Revolution, marked by AI and robotics, signifies a paradigm shift for Babywear UK. Aspiring to lead, the company aligns with transformational leadership and change management theories, aiming beyond efficiency toward innovation and sustainability. Addressing industry challenges like unmatched demand and environmental concerns, Babywear UK will leverage AI and robots to pioneer personalized, sustainable practices. This strategic approach will not only enhance environmental sustainability and meet consumer needs but also establishes the company as an innovative industry leader (World Economic Forum, 2020). Through the integration of scalable technologies and a culture of continuous improvement, Babywear UK ensures resilience and competitiveness in the dynamic fashion landscape.
[bookmark: _Toc153670540]4th Industrial Revolution through change management
By integrating Prosci's change management process, Babywear UK wants to strategically positions itself as a leader in the fourth industrial revolution of fashion. This will ensure a structured adoption of 4IR technologies, aligning with environmental sustainability, productivity, and hyper-personalization goals. Prosci's data-driven approach supports successful technology integration, fostering a culture of change readiness. This strategic implementation will enable Babywear UK to optimize operations, enhance sustainability, and deliver personalized solutions, establishing its pioneering role in the evolving fashion landscape.
Robotics and intelligent manufacturing
Intelligent manufacturing, driven by robotics and advanced technologies like artificial intelligence, sensor technologies, and computing power, is transforming traditional production processes edge (Radziwon et al., 2014). In smart factories, real-time data collection and analysis, coupled with historical data, enable self-optimization and adaptation to changing demands. This data-driven approach enhances efficiency, agility, and minimizes production downtime, providing a competitive (Wang et al., 2016; Zhong et al., 2017).
In the fashion industry, sewing automation is exemplified by Tianyuan Garments, a major producer for Adidas and Reebok. Using sewing robots with machine vision, they achieve a remarkable T-shirt production time of about four minutes, reducing manual labor by 90% (Emont, 2018; Barrie, 2019). Uniqlo and Gap are incorporating robots in their warehouses, significantly reducing the need for human workers (Nishimura, 2019; Warren, 2020).
Intelligent manufacturing extends beyond production lines to complex optimization decisions. Adidas’ "speed factory," incorporating digital design, computerized knitting, robotic cutting, and 3D printing, aimed to shorten lead times dramatically. Despite closures in 2019, the technologies persist in their Asian factories (Thomasson, 2019). Korean textile company Hyosung TNC uses intelligent manufacturing in spandex factories, employing data analysis for quality control throughout the supply chain, identifying defects in real-time through machine vision (Friedman, 2019).
These examples showcase the transformative impact of intelligent manufacturing on the fashion industry, enhancing speed, efficiency, and quality. Automation, particularly in sewing processes as seen with Tianyuan Garments, reflects a significant shift towards reducing manual labor and production costs (Emont, 2018; Barrie, 2019). As the industry embraces these advancements, considerations for scalability, profitability, and integration into global supply chains become paramount, as highlighted by Adidas' restructuring of its "speed factories" (Thomasson, 2019).
Baby wear can adopt the use of Robotics and intelligent manufacturing which enhances productivity by reducing production time and enhancing manufacturing efficiencies (Wellener et al., 2019), and by adapting to changing demands in real-time. Furthermore, the shorter lead time and minimal human intervention allow factories to be located closer to consumers, better positioned to respond to their ever-changing demands with agility, which indirectly helps reduce unsold inventory, thereby enhancing environmental sustainability.
Virtual and augmented reality
Virtual Reality (VR) and Augmented Reality (AR) technologies have evolved significantly, enhancing consumer experiences and marketing initiatives in the fashion industry. Retailers like Gap and Zara, as well as luxury brands such as Neiman Marcus and Rebecca Minkoff, have embraced VR and AR to improve in-store and online shopping (Javornik, 2016). London-based Metail introduced a VR fitting room, enabling online shoppers to create accurate 3D avatars and virtually try on outfits (O'Hear, 2012). Gap experimented with AR through the DressingRoom app, allowing customers to superimpose virtual garments onto customized virtual mannequins (O'Shea, 2017). Meanwhile, MemoMi's smart mirrors, used by Neiman Marcus and Rebecca Minkoff, employ AR for virtual product try-ons (Memomi, n.d.).
Brands like Puma and Zara leverage AR in marketing campaigns, with Puma's LQD CELL Origin AR offering interactive gaming experiences (Critic, 2019). Zara's AR app enables customers to view virtual images of models wearing products, potentially revolutionizing the try-on process (O'Shea, 2018). VR and AR, while not yet offering perfect fit accuracy, have the potential to provide more detailed product information and save consumers time and effort in finding the right products (Cook et al., 2020). Additionally, VR technologies like Metail's EcoShot benefit fashion designers, allowing them to simulate garments on 3D renditions of real people without extensive manual work. These technologies demonstrate how VR and AR contribute to both experiential and utilitarian values in the fashion industry, offering immersive and informative experiences (Watson et al., 2018).
These industry examples demonstrate that VR and AR technologies can be utilized by Babywear UK to enhance productivity and hyper-personalization. They have the potential to increase efficiency in both consumers’ shopping decisions and designers’ product development processes. The technologies’ flexibility aids hyper-personalization, as shown in the case of custom-sized virtual models of consumers.
Artificial intelligence
Artificial intelligence (AI) involves machines mimicking human cognitive functions, handling big data reliably, and making predictions through algorithms. AI's role in corporate decisions and customer values spans setting prices to recommending products, reducing the burden of big data analysis (Koehler, 2018). In the fashion industry, AI informs decisions in marketing, pricing, inventory management, and product development. Brands leverage AI to analyze real-time retail data, adjust inventory based on demand, recommend sizes, and suggest personalized items using customer preferences and feedback (Bhattacharya, 2021). Companies like True Fit offer hyper-personalization services, integrating AI into online stores for size recommendations and personalized product pages (Kapner, 2019). Stitch Fix, a styling service, utilizes algorithms for logistics, inventory, and product design decisions, creating curated items tailored to individual customers (Hernandez, 2017). Anomali, a custom wedding dress brand, employs AI-powered surveys for customers to customize wedding dresses, offering virtually limitless possibilities (Nishimura, 2019). AI's widespread application in the fashion industry enhances efficiency and personalization, driving innovation and meeting consumer needs effectively.
By adopting AI in Babywear UK programs, it will analyze large volume of both historic and real-time data on consumers and products, AI enables firms to develop and find personalized items for individual customers. In addition, it helps fashion companies make more effective and accurate decisions in important areas, such as marketing and pricing, and substantially lower the operating cost while improving the accuracy of demand forecasts.
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In this section, we will discuss the critical evaluation of talent management processes of the organization aligned with the demands of digital transformation in future industries. As an ethical leader, the focus will be on fostering well-being and flexibility within the team. Talent management is pivotal in the era of digital transformation because it helps a company to gain a competitive edge, improve customer satisfaction, increase operational efficiency, and foster innovation and growth (Stopochkin et al., 2022). Without a skilled and motivated digital workforce, a company may struggle to keep up with the changing market demands, customer expectations, and technological advancements (Moreno, 2017). Digital talent management also helps a company to reduce turnover, enhance employee engagement, and build a strong employer brand (Martínez-Morán et al., 2021). On ethical leadership, an ethical style of leading is essential in stimulating ethical conduct in the workplace (Shakeel et al., 2019). While transmitting the ethical values of the institution, ethical leadership cultivates employee commitment to the organization.
[bookmark: _Toc153670543]Talent Management Strategies
This section looks at the 3R’s- Retain, Retrain and Recruit that helps prevent a skill gap for the organization as it aims to be a future leader in the industry.
[bookmark: _Toc153670544]Retain
Ethical leadership thrives within a strong organizational culture, where shared values and beliefs form the ethical framework guiding employee behavior (Bazerman, 2020). A strong organizational culture can have a significant impact on employee retention because it creates a sense of belonging and purpose (Gleeson, 2017). A strong organizational culture is built on a foundation of shared values and beliefs that guide the behavior of employees. These values and beliefs are communicated through various channels, such as company mission statements, vision statements, and core values (Newton, 2023). When employees feel that they are part of a community that shares their values and goals, they are more likely to stay with the company for the long term.
Another key component of a strong organizational culture is effective communication. Leaders who communicate regularly and transparently with their employees can help to build trust and foster a sense of community within the organization (Nordby, 2021). This can lead to higher levels of employee satisfaction and retention, as employees feel valued and respected. 
Ethical leadership plays a pivotal role in shaping a strong organizational culture by ensuring that employee recognition and appreciation are guided by fairness and integrity (Zhang et al., 2018). Employee recognition and appreciation are also important components of a strong organizational culture. When employees feel that their contributions are valued and recognized, they are more likely to feel motivated and engaged in their work (Jusman, 2022). This can lead to higher levels of job satisfaction and retention, as employees feel that they are making a meaningful contribution to the organization. Furthermore, a strong organizational culture is one that promotes work-life balance and employee well-being. When employees feel that their personal needs and well-being are valued by the organization, they are more likely to feel satisfied and committed to their work (Agarwal et al., 2020). This can lead to higher levels of retention, as employees are less likely to seek employment elsewhere in search of a better work-life balance.
Zappos and Google exemplify organizations that have achieved remarkable employee retention through robust organizational cultures. Zappos fosters a positive and inclusive workplace, offering benefits like free lunches and fitness classes, yielding a low 14% turnover rate (Emily, 2023). Google prioritizes employee well-being with perks such as free meals and healthcare, coupled with extensive development opportunities, resulting in a mere 10% turnover (Krapivin, 2018). These companies showcase the potency of organizational culture, employee engagement, and aligning values with initiatives in cultivating loyal and dedicated workforces to prevent skill gaps within the organization.
[bookmark: _Toc153670545]Retrain
In employee retraining, ethical leadership plays a pivotal role by fostering a learning culture that aligns with the evolving demands of digitization and automation. Ethical leaders guide the organization in implementing sustainable and agile retraining programs, ensuring that employees are equipped with the necessary skills to navigate technological disruptions while promoting a growth mindset and individualized development paths (Nemr and liu, 2021).
The workforce is undergoing a major shift by 2030, with 375 million workers, around 14% of the global workforce, needing to change occupations due to digitization and automation (Illanes et al., 2018). Retraining becomes crucial to address evolving skill demands and prevent a significant skill gap in the organization. 82 percent of executives at companies with more than $100 million in annual revenues believe retraining and reskilling must be at least half of the answer to addressing their skills gap (Illanes et al., 2018).
As a leader of the organization, you should find the gaps in the business and industry. You need to know where you’re headed.  That means having a clear sense of the business landscape ahead.  Then you need to evaluate the skills the organization will require in that environment. Conducting a skills inventory and gap analysis is essential for effective retraining programs. By recognizing current skills and assessing the gap, targeted training can be tailored to individual needs. Understanding the size of the gap allows for personalized upskilling or reskilling, fostering employee buy-in, trust, and resilience through clear learning and development paths (Gilch and Sieweke, 2020).
Additionally, as an ethical leader you need to build a learning culture. The technological forces that have created the skills crisis show no signs of abating.  So, any retraining program needs to be grounded and agile enough to continue to meet the next disruptor (Whiteside, 2021). Learning and development need to be sustainable. You can make it so by building and instilling a culture of learning.  This goes beyond just providing access to training.  It means actively promoting learning and making it part of working.  It also means building a growth mindset so employees treat change as an opportunity and take charge of their own development.
[bookmark: _Toc153670546]Recruit
In recruitment, ethical leadership guides the organization to leverage cutting-edge platforms and advanced technologies responsibly, ensuring a fair and unbiased selection process that aligns with ethical principles and values (Shahab et al., 2021). In the digital era, the recruitment landscape has evolved from mere job boards and face-to-face interviews to a more intricate system powered by advanced technology (Baykal, 2020). The traditional methods are no longer sufficient; today, technology is at the forefront, serving as both a facilitator and a disruptor in talent acquisition.
In order to be a future industry leader, through ethical leadership, the organization should adopt today's cutting-edge recruitment platforms which utilize complex algorithms to sift through hundreds, if not thousands, of resumes. By doing so, they can match the most qualified candidates to job openings with unprecedented accuracy. For example, platforms like ZipRecruiter use AI to scan through resumes and job descriptions, providing recruiters with the best matches based on experience, skills, and other factors (FraiJ and László, 2021).
Additionally, the organization can adopt the data analytics to make informed decisions on potential staff. Big Data and analytics are giving recruiters real-time insights into market trends, compensation levels, and candidate behavior. This enables businesses to make data-driven decisions that can significantly impact their success rate in acquiring top talent (Bhatia and Satija, 2022). Tools such as Google Analytics can provide invaluable information on how candidates are interacting with your job listings, revealing which platforms are yielding the most engagement (Careersix, 2023).
[bookmark: _Toc153670547]Cross-Hierarchical Structure 
Implementing a flat organizational structure for the organization fosters open communication channels, enabling swift information flow between leadership and employees (Palepu et al., 2020). This enhances agility and responsiveness, crucial qualities for a future industry leader navigating rapid changes. Encouraging cross-functional collaboration through project-based teams promotes diverse skill utilization, ensuring a holistic approach to problem-solving (Vaara, 2021). The talent management strategy of retain, recruit, and retrain harmonizes effectively with the flat organizational model, reinforcing the organization's trajectory towards future industry leadership. Retaining skilled employees through a flat structure ensures transparent communication, while recruiting contributes to cross-functional collaboration (Liu and Zhang, 2022). Simultaneously, retraining aligns with agile methodologies, nurturing adaptability. This comprehensive approach, integrating talent strategies with the organizational structure, propels the organization towards industry leadership, well-equipped to navigate rapid changes and embrace innovation (Burton and Obel, 2018).
[bookmark: _Toc153670548]Conclusion
Ethical leadership is pivotal in effective talent management during the digital transformation era. Fostering team well-being and flexibility, ethical leaders guide retention, retraining, and recruitment. This ethical foundation ensures a robust organizational culture, transparent communication, and a commitment to learning, enhancing employee satisfaction, engagement, and loyalty. In negotiating the complexities of the digital landscape, ethical leadership, intertwined with adept talent management, becomes imperative for sustained success and industry leadership.
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In navigating the complexities of the future industry landscape, it is crucial to introspect on personal strengths and areas for development as a leader. This reflective journey aims to identify attributes essential for future industry leadership and align them with suitable leadership styles, fostering a proactive and adaptive approach.
Upon reviewing my personality test results, I observe a balance of strengths and areas for development that are crucial in navigating the future industry landscape. My agreeableness score of 5/10 indicates a moderate inclination toward cooperation and empathy. This trait allows me to foster collaboration within a team, promoting a harmonious work environment. However, recognizing its limitation, I acknowledge the need to enhance my ability to navigate challenging situations assertively.
In conscientiousness, I scored 6/10, highlighting my tendency toward organization and reliability. This strength enables me to set and achieve goals systematically, essential for future industry leadership. Yet, I recognize the importance of balancing meticulous planning with adaptability to effectively respond to the dynamic nature of the future industry. My extraversion score of 4/10 suggests a preference for introversion. While this inclination aids in focused work, I recognize the need to cultivate a more outward-facing approach to foster networking and relationship-building—a key aspect in future industry leadership.
Scoring 6/10 in openness signifies a willingness to embrace new ideas and experiences. This trait positions me well for the innovative demands of the future industry. However, I acknowledge the room for improvement in proactively seeking out novel opportunities and staying abreast of industry trends. Emotional stability, marked at 6/10, showcases resilience in handling stress. This strength is vital in the face of uncertainties within the future industry. Nevertheless, I aspire to further enhance my emotional intelligence to navigate challenges with greater empathy and understanding. Considering these traits, I identify my strengths lie in collaborative teamwork, systematic goal achievement, and resilience in stressful situations. These attributes align well with transformational leadership styles, emphasizing teamwork, adaptability, and resilience as essential components (Bush, 2018). As a future industry leader, leveraging these strengths will be crucial in fostering an innovative and cohesive work environment (Krishnan, 2012).
Concurrently, I recognize areas for development. Assertiveness in challenging situations, increased adaptability, and proactive engagement in industry trends are focal points. Addressing these areas will not only complement my strengths but also enhance my leadership effectiveness in the ever-evolving future industry. This self-reflection underscores the dynamic interplay between my personality traits and the demands of the future industry. Identifying strengths and areas for development provides a roadmap for personal and professional growth. As I aspire to lead in the future industry, the alignment of these insights with transformational leadership styles ensures a proactive and adaptive leadership approach.
[bookmark: _Toc153670551]Conclusion
The transformative journey toward future industry leadership for Babywear UK necessitates a strategic shift in leadership style and a robust talent management framework. By embracing transformational and organic leadership models, Babywear UK can foster innovation, adaptability, and inclusivity, aligning with the evolving demands of the clothing industry. The theory of change management, infused with principles of agility and evolution, serves as a guiding force for navigating the complexities of digital transformation. Furthermore, talent management strategies emphasizing retention, retraining, and recruitment, underpinned by ethical leadership, form the bedrock for a resilient organizational culture. Through the integration of cutting-edge technologies and a flat organizational structure, it is possible for the organization to lead in the digital era, leveraging AI and intelligent manufacturing. 
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‘Futures’ toolkit
Evaluating ‘Futures’ toolkit that improves the case study business venture’s ability in leading for the future
	[bookmark: _Hlk153637998]Systems Requirements 
	Technologies/ Solutions
	Application to business segment 
	Benefits to organisation and stakeholders (customers, employees etc.)
	Risks of not taking action/change 
	Challenges e.g., talent readiness and structure and management

	Automation 
	· Integration of robotics in manufacturing.
· Adoption of machine learning algorithms for data analysis.
	· Streamlined production processes.
· Automation of repetitive tasks in various business functions
	· Increased operational efficiency.
· Improved customer satisfaction through personalized services.
· Enhanced scalability and adaptability.
	· Loss of competitive edge.
· Inefficiencies in operations.
· Reduced customer satisfaction.
	· Ensuring the workforce is ready for technology adoption.
· Restructuring organizational processes to accommodate automation.
· Managing resistance to change among employees.

	Sustainability
	· Implementation of green manufacturing technologies.
· Adoption of sustainable supply chain management systems.

	· Reduction of the environmental impact in the production phase.
· Integration of sustainable sourcing practices.
	· Attraction of environmentally conscious customers.
· Cost savings through sustainable practices.
· Positive brand.
	· Negative impact on brand image.
· Increased costs due to regulatory non-compliance.
	· Integrating sustainable practices into existing business structures.
· Ensuring a sustainable supply chain.

	Futureproofing
	· Implementation of agile development methodologies for rapid adaptation.


	· Anticipating and preparing for industry trends and changes.
	· Enhanced organizational agility and adaptability.
· Anticipation and readiness for future market demands
	· Loss of market relevance and competitiveness.
	· Integrating futureproofing strategies into existing organizational structures.

	Artificial intelligence
	· Machine learning algorithms for data analysis and pattern recognition.
· Natural language processing for enhanced human-computer interaction.
	· Predictive analytics for informed decision-making.
· Enhanced operational efficiency through automation.
	· Increased operational efficiency and cost savings.
· Empowerment of employees through AI-supported tasks.
	· Lagging behind competitors embracing AI technologies.
· Missed opportunities for efficiency gains and cost reductions.
	· Talent acquisition for AI expertise and skills.
· Integration of AI into existing organizational structures.

	Foresight methods
	· Predictive analytics software for trend analysis.



	· Anticipating market trends for proactive decision-making.
	· Improved strategic decision-making and planning.
	· Being reactive instead of proactive in addressing challenges.
	· Developing and retaining talent with foresight expertise.

	Horizon scanning
	· Artificial intelligence for pattern identification.




	· Anticipating potential disruptions and challenges.
	· Early identification of market shifts for strategic advantage.
	· Missing opportunities for innovation and first-mover advantage.
	· Overcoming resistance to adopting new technologies for horizon scanning.
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This is a free sample version of our practice test: rade to see more
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