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[bookmark: _Toc154629287]Executive Summary
Leadership plays a key in strategic execution. This report explores emergent leadership and its potential organisational application at Morgan Sindall. The report delves into the theoretical underpinnings of emergent leadership style and shows how trait theory, participative, transformational leadership perspective and transactional theory impact leaders' reactions to dynamic demands as the economic cycle changes. The findings from this report indicate that emergent leaders possess helpful skills that enable them to influence group interactions productively. Emergent leadership also empowers staff members to make decisions outside the conventional structure of the firm. Emergent leadership emphasises an empathetic approach to managing corporations, particularly during crises. Financial crises induce behavioural changes in people due to anxiety over prevailing uncertainties. Leaders who are empathetic offer their subordinates emotional support to assist them in ameliorating stress and anxiety as well as building a sense of community. The report recommends that Morgan Sindall creates pathways for emergent leadership by accepting a participatory approach to decision-making. Morgan Sindall should also embrace transactional and transformational leadership approaches to foster emergent skills.
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[bookmark: _Toc154629289]Overview of the Organisation
The Morgan Sindall Group is a UK corporation that mainly deals in construction. The company, founded in 1977, has several subsidiaries, including Morgan Est, Morgan Sindall plc, and Overbury plc. Currently, the group has nearly 6,700 employees and operates in the private, public, and regulated sectors (Morgan Sindall, 2023). The Morgan Sindall Group, with its cluster of specialist enterprises, delivers regeneration and construction across the United Kingdom while operating through six divisions. The company is involved in creating inspiring places that enhance communities' livability, learning, working, care and protection in the UK (Morgan Sindall Construction, 2023a). The company is involved in construction projects that span different industries such as education, defence, healthcare, retail and commercial, leisure and community dwellings, emergency and custodial, industrial and residential establishments in the UK (Morgan Sindall Construction, 2023a). The group generates cash through its construction businesses and invests some of the cash generated for long-term value creation and the provision of construction opportunities. In other words, the corporation is significantly mindful of sustainability concerns and engaging in practices promoting social, economic, and environmental sustainability. 
The company's vision and purpose are rooted in its organisational culture that emphasises its sustainability orientation (Morgan Sindall Construction, 2023b). The firm envisions attaining a competitive rank in the market to leverage higher positioning and be an industry leader in embracing sustainable building practices. Its guiding values include prioritising customers, attracting talented individuals to steer its success, challenging established norms and conventional practices, maintaining consistency in their attainment as the key to the future, and embracing a decentralisation philosophy (Morgan Sindall Construction, 2023b). Additionally, Morgan Sindall Group plc (2022) reported that the company generates revenues from their construction endeavours and invests funds into long-term regeneration schemes. These schemes are integral in creating further opportunities in the construction industry.
[bookmark: _Toc154629290]Report Structure
The rest of the report is structured into five sections and a reflective element. For instance, the next section outlines this report's key theoretical underpinnings, followed by applying the identified theories and models to the chosen organisation. After that, the report discusses leaders' ability to meet key leadership responsibilities. Subsequently, the report critically evaluates Morgan Sindall Group's leadership strategies before finally outlining recommendations.
[bookmark: _Toc154629291]Key Leadership Theories/Models/Approaches/Styles that Underpin the Report
Several key leadership models, theories, approaches, and styles underpin this report and are applied to examine how they can help leaders analyse and evaluate strategies for decision-making amidst uncertainty attributed to current economic uncertainty.
[bookmark: _Toc154629292]The Trait Theory of Leadership
The trait leadership theory postulates that certain personal or individual characteristics make individuals better leaders. Personality traits such as decisiveness, warmth, integrity, reliability, and empathy often result in good leaders (Wyatt and Silvester, 2018). The theory argues that successful leaders have specific traits or attributes that can be developed or inherited (Benmira and Agboola, 2021). However, most importantly, the theory shows that certain traits or characteristics are important for successful leadership. The theory is used in this report to examine how the traits of leaders at the Morgan Sindall Group influence their leadership efficacy. 
[bookmark: _Toc154629293]Transformational and Transactional Leadership Theories 
Two key leadership theories used in the report are transformational and transactional leadership perspectives. Transformational leadership theory postulates that leaders can provide effective leadership by encouraging or motivating employees to achieve team success (Afsar et al., 2017). Transformational leaders are charismatic and idealised and are role models whom their followers highly like. Such leaders also show inspirational motivation by being optimistic about achieving goals. Transformational leaders are intellectually stimulating and encourage problem-solving and critical thinking among followers (Crews, Brouwers, and Visagie, 2019). The leaders are also considerate and show purpose and empathy. By raising the self-confidence and morale of the team, the team can become more focused and committed towards realising the team's vision and organisation. Transactional leadership, on the other hand, is referred to as managerial leadership, where leaders rely on reward and punishment to influence optimal job performance among followers (Afsar et al., 2017). Transactional leaders embrace a managerial paradigm of exchanges and reinforcement where employees are rewarded or punished based on whether they have achieved the goals that were established for them. 
[bookmark: _Toc154629294]Participative Leadership Approach 
The leadership approach is regarded as a collaborative leadership approach that enhances collaborative decision-making. Management encourages employees to share their views and participate in making decisions within the organisation. A high-wage-high productivity economy needs management relationships for labour, including means of sharing gains and having organised work that can enhance and utilise the staff's knowledge, skills, and motivation (Akpoviroro, Kadiri, and Owotutu, 2018). Participative leadership can improve the performance of employees in the current business environment, where high productivity is required to drive the competitive advantage of an enterprise. The participative leadership approach is a leadership style that underpins this report due to workforce challenges in the construction industry. There is a need for a leadership style that can make the organisation more attractive to potential employees. 
[bookmark: _Toc154629295]Strategic Leadership Roles 
The report also relies on the concept of strategic leadership roles to examine the strategic roles of leaders within an organisation when dealing with uncertain times. According to Schaedler, Graf-Vlachy, and König (2022), of all the actors that are involved in managing uncertainties for an organisation in the business environment, strategic leaders play a particularly key role in helping the organisation to navigate those uncertainties. The strategic role of leaders in crisis management entails influencing team members to work towards the realisation of organisational goals and bringing people together to develop appropriate solutions for the crisis (Samimi et al., 2022). The strategic leadership role concept is thus important for this report because it can provide insights into how leaders can play a strategic role in helping the Morgan Sindall Group overcome challenges. 
[bookmark: _Toc154629296]Applying the Key Leadership Theories/Approaches/Styles to the Morgan Sindall Group
The key leadership theories, approaches, and styles identified in this report can be effective for the leaders of the Morgan Sindall Group in analysing and evaluating strategies for decision-making amidst uncertainty attributed to current economic uncertainty.
[bookmark: _Toc154629297]Participative Leadership and Employee Commitment 
Participative leadership can be used to enhance employee organisational commitment and improve business performance (Adigüzel et al., 2020). The UK construction industry in which the Morgan Sindall Group operates is experiencing labour and skills shortages (Business Matters, 2023). The challenge implies that organisations in the construction industry will compete for the few talents available in the labour market. The stiff competition for talent and skills means that the Morgan Sindall Group can easily lose its top employees to rivals. Through enhanced organisational commitment, leadership can play a key role in ensuring that the organisation does not lose its top talents to the competition. According to Cilek (2019), participative leadership is an important leadership style for enhancing organisational commitment because it enables leaders to identify what employees want and work together to find solutions. Khassawneh and Elrehail (2022) make a similar claim as Cilek (2019) by stating that participative leadership improves organisational communication and enhances the loyalty of employees. In other words, employees become more loyal to leaders and organisations when they feel heard and are involved in decision-making. The study by Franco and Haase (2017) established that participative leadership has the highest impact on the ability of employees to create and innovate within organisations. Participative leadership increases innovation and creativity by improving communication and involving employees in decision-making. The study by Franco and Haase (2017) further found that participative leadership can improve employees' job satisfaction and organisational commitment. Overall, participative leadership at the Morgan Sindall Group can enable the organisation to overcome challenges experienced in the business environment due to skills and labour shortages. Participative leadership will make the organisation's employees more committed to the establishment, enabling it to retain the top talents required to drive competitive advantage in the marketplace. As the analysis shows, participative leadership can improve employee creativity and innovation, meaning that the Morgan Sindall Group can also use participative leadership to support its desire to leverage innovation and creativity as a source of competitive advantage. 
[bookmark: _Toc154629298]Transformational Leadership and Organisational Performance
Transformational leadership can improve the performance of the Morgan Sindall Group through improved employee performance. According to Al-Husseini, El Beltagi, and Moizer (2021), transformational leadership supports learning and knowledge sharing within an organisation and thus improves innovation capabilities. Transformational leaders encourage communication within the workplace and, thus, collaboration among employees and between employees and managers. Transformational leaders also inspire employees to be committed to the vision and mission of the organisation. These factors create a conducive environment for innovation and creativity to thrive within an organisation. According to Al Ahmad, Easa, and Mostapha (2019), aspects of transformational leadership such as individual consideration, idealised influence, and inspirational motivation influence employees to remain committed to the organisation and to be driven towards engaging in activities that support the realisation of the goals of the organisation. 
Concerning inspirational motivation and idealised influence, Lei, Leaungkhamma, and Le (2020) established that transformational leadership can enhance optimism and self-efficacy among employees, improving their innovation capabilities in the process. Self-efficacy is centred on an individual's belief in their capacity to perform activities necessary to achieve specific performance goals. Similarly, transformational leadership can enhance self-efficacy among the employees of the Morgan Sindall Group and improve their belief in their ability to be creative and innovative to drive organisational performance. Transformational leadership could thus enable the Morgan Sindall Group to outperform the competition through improved innovation. The notion of organisational commitment also means that the corporation can retain its top talents in a market characterised by labour shortages and the shortage of important skills. 
Transformational leadership can also enable the organisation to address workplace human resource management challenges associated with millennials and Generation Z. According to Schroth (2019), millennials and Generation Z workers share many characteristics that make them unique groups in the workplace, especially in relation to the psychological contract. The demographic has unwritten expectations concerning the employment relationship that shapes their feelings, behaviours, and attitudes in the workplace, complicating organisational entry matters. Schroth (2019) established that Millennials and Generation Z employees mostly value open communication, feedback, and positive attitudes from their leaders. Failure of management to meet these expectations often leads to a high turnover. Buzza (2017), on the other hand, established that millennials require work-life balance and career advancement opportunities. The demographic works to live instead of living to work, hence the need for workplace conditions that safeguard their well-being. Borg, Scott-Young, and Naderpajouh (2021) claim that due to the forecasted skills shortage and high turnover rates in the construction industry, construction organisations should adopt management practices that can help retain millennials and Generation Z employees in the construction industry. Transformational leadership can help address these employees' needs and reduce turnover rates because the leadership approach plays a crucial role in satisfying the psychological contract expectations of millennials and Generation Z workers (Ramli, Soelton, and Ali, 2020). Transformational leadership can thus play a key role in solving the construction industry's high turnover rates and skills shortage. 
[bookmark: _Toc154629299]Transactional Leadership and Organisational Performance
Transactional leadership can also help the Morgan Sindall Group overcome challenges in the business environment and improve its performance amidst uncertainties in the construction industry. As previously discussed, in transactional leadership, leaders rely on reward and punishment to influence optimal job performance among followers (Afsar et al., 2017). Faraz et al. (2018) argue that in a highly turbulent business environment characterised by stiff competition, transactional leadership can play a key role in enhancing innovative work behaviour among employees to solve business challenges and improve organisational performance. However, Faraz et al. (2018) also note that intrinsic motivation mediates the impact of transactional leadership on innovative work behaviour, an indication that there is a need for organisations to create pleasant work conditions that can lead to the intrinsic motivation of employees to drive innovation when transactional leadership is applied. The relationship between transactional leadership and employee performance was also reaffirmed by Kalsoom, Khan, and Zubair (2018), who found that transactional leadership has a stronger positive impact on employee performance than transformational leadership. Still, it is important to note that the research by Kalsoom, Khan, and Zubair (2018) focused on employees and organisations in Pakistan, indicating that culture can mediate the relationship between leadership style and employee performance. Managers should adopt appropriate leadership styles by considering the impact of sociocultural factors on employee behaviour.
[bookmark: _Toc154629300]The Strategic Role of Leaders and Organisational Performance 
The strategic role of leaders is central to the effective management of the crises experienced by an organisation. Schaedler, Graf-Vlachy, and König (2022) state that leaders have a strategic role in managing crises by using their connections and expertise to network internally and externally to obtain knowledge that can be used to provide solutions to the challenges experienced by the organisation. Additionally, leaders play a strategic role in becoming the face of the organisation during crises to provide calm and guidance so that information is obtained and shared in an orderly manner to solve the crisis experienced. Leaders at the Morgan Sindall Group can thus play a strategic role in facilitating knowledge acquisition and sharing to solve business challenges. Covin and Slevin (2017), on the other hand, state that strategic leaders can play a key role in enhancing the entrepreneurial capability of an organisation by influencing how employees think about the business of the organisation and their roles in advancing it. The strategic role of leaders thus entails envisioning change and influencing employees to believe in that change and support its realisation through appropriate strategies, including human resource management approaches. Leaders execute their role of enhancing an organisation's entrepreneurial capabilities by creating an organisational climate that improves the productivity of employees and the quality of their work (Aboudahr, 2021). Overall, leaders play a strategic role in addressing crises in the workplace and business environment through their administrative, coordination, and motivation roles. 
[bookmark: _Toc154629301]Personal Ability of a Leader to Fulfil Key Responsibilities of the Leadership Role within the Context of Established Leadership Styles
Leaders can embrace various leadership approaches and styles to address organisational and market crises. However, the personal ability of a leader influences the extent to which the leader can effectively discharge the leadership role and improve organisational performance. 
[bookmark: _Toc154629302]Transformational Leadership Approach 
A transformational leadership approach is a leadership approach that is mainly associated with the positive transformation of followers. As previously discussed, transformational leaders lead by encouraging or motivating employees to achieve team success (Afsar et al., 2017). Such leaders are charismatic and idealised and are role models that their followers highly like. Transformational leaders show inspirational motivation by being optimistic about the realisation of goals. Transformational leaders are intellectually stimulating and encourage problem-solving and critical thinking among followers (Crews, Brouwers, and Visagie, 2019). The leaders are also considerate and show purpose and empathy. By raising the self-confidence and morale of the team, the team can become more focused and committed to realising the team's vision and organisation. Personality traits such as decisiveness, warmth, integrity, reliability, and empathy often result in good leaders (Wyatt and Silvester, 2018). The efficacy of transformational leadership is thus dependent on the leader's traits. 
The characteristics required of transformational leaders indicate that leaders without these traits cannot effectively provide transformational leadership. According to Prochazka et al. (2018), the leader's personality determines transformational leadership effectiveness. A study by Sun, Chen, and Zhang (2017) summarised the antecedents of transformational leadership efficacy as the qualities of the leader, such as traits, self-efficacy, and emotional intelligence, organisational features such as organisation fairness, and the characteristics of followers. At the same time, Kharabsheh, Alias, and Ismail (2017) claim that the success of transformational leadership is largely dependent on organisational culture and practices, meaning that without the right organisational culture, individuals utilising this leadership style would not effectively discharge their roles. The antecedents of transformational leadership influence its efficacy and thus impact the ability of a leader to use this leadership style to lead effectively. 
Critics also regard the leadership style as anti-democratic and elitical because of the power possessed by transformational leaders (Asbari, Santoso, and Prasetya, 2020). According to Fourie and Höhne (2019), there is a belief that true leaders cannot fail or are infallible. A heroic bias that permeates the leadership style overlooks human nature, sometimes characterised by failure. The implication is that transformational leadership may not actually transform employees and can lead to revolt in the workplace due to its anti-democratic nature. Employees may also fail to be inspired by transformational leaders who make mistakes since such leaders are regarded as infallible heroes. 
[bookmark: _Toc154629303]Transactional Leadership 
Transactional leadership, as previously stated, is referred to as managerial leadership, where leaders rely on reward and punishment to influence optimal job performance among followers (Afsar et al., 2017). The leadership style can play a central role in enhancing innovative work behaviour among employees to solve business challenges and improve organisational performance in a highly turbulent business environment characterised by stiff competition (Faraz et al., 2018). The promise of a reward and the fear of punishment can motivate employees to be more innovative and develop solutions for the business. However, the efficacy of the leadership style depends on intrinsic motivation and the ability of the leader to set clear goals and expectations (Richards, 2020). Leaders who cannot set clear goals may not perform their roles effectively. 
The importance of intrinsic motivation also suggests that it is important to create workplace conditions that enhance employees' intrinsic motivation. Leaders who embrace transactional leadership may not discharge their roles effectively when workplace conditions do not enhance employees' intrinsic motivation. Furthermore, transactional leaders can only promise rewards when the organisation has clear guidelines for rewards and punishment. Additionally, not all employee demographics respond positively to transactional leadership. According to Andi (2018), millennials only prefer a degree of transactional leadership, indicating that contextual factors influence the efficacy of transactional leadership. The personal ability of a leader that embraces the transactional leadership approach to fulfil the leadership role's key responsibilities within the context of the leadership style thus depends significantly on contextual factors. 
[bookmark: _Toc154629304]Critical Analysis of Current Leadership Strategies in the Chosen Organisation
Leaders at the Morgan Sindall Group mainly use the transformational leadership approach (Morgan Sindall Construction, 2023c). The organisation's management emphasises employee growth to create a high-performing and strong team that can deliver value to customers. The company has further created a transformative leadership programme to inculcate transformational leadership among its leaders. A major strength of the leadership style is that it supports learning and knowledge sharing within an organisation, thus improving innovation capabilities (Al-Husseini, El Beltagi, and Moizer, 2021). The Morgan Sindall Group can become more innovative and achieve a competitive edge in the business environment because of its leadership style. According to Crews, Brouwers, and Visagie (2019), transformational leaders intellectually stimulate and encourage problem-solving and critical thinking among followers. The Morgan Sindall Group can benefit from improved workplace problem-solving to overcome business environment challenges. 
Additionally, transformational leadership can limit employee turnover and enhance organisational commitment through open communication and work-life balance. Schroth (2019) established that Millennials and Generation Z employees mostly value open communication, feedback, and positive attitudes from their leaders. Buzza (2017), on the other hand, established that millennials require work-life balance and career advancement opportunities. Transformational leadership style can support the professional development of employees within the organisation and enhance their commitment. The leadership approach would enable the Morgan Sindall Group to mitigate the challenge of a high turnover rate and attain a more skilled workforce. 
The transformational leadership approach that the organisation has embraced also has its challenges. Critics regard the leadership style as anti-democratic and elitical because of the power possessed by transformational leaders (Asbari, Santoso, and Prasetya, 2020). The style can thus lead to a toxic workplace that does not support the well-being of employees. Many young employees will likely leave the organisation when the leadership approach is anti-democratic. Schroth (2019) noted that Millennials and Generation Z employees value open communication, feedback, and positive attitudes from their leaders, indicating that elitical and anti-democratic leadership would violate the psychological contract and lead to job dissatisfaction. The leadership approach is also significantly dependent on the traits of individuals. Not every leader within the organisation is likely to be effective when the transformational leadership approach is applied.
Lastly, the emergent leadership skills the researcher considers as important for navigating the uncertainty caused by the ongoing economic environment are honesty and transparency. Through these skills, managers should be genuinely concerned with subordinates, bearing in mind that mistakes contribute to incremental learning (Hanna et al., 2021). As such, leaders who are transparent and honest desist from blaming juniors for mistakes committed and them as part of progress (Badura et al., 2022). Having these two skills leads to efficacy in solving problems that occur in the workplace rather than allowing them to compromise results. 
[bookmark: _Toc154629305]Recommendations 
Based on the analysis of emergent leadership skills, there is a need for the Morgan Sindall Group to promote transactional, participatory, and transformational leadership approaches. A combination of these leadership approaches can help leaders analyse and evaluate strategies for decision-making amidst uncertainty attributed to current economic uncertainty. Transactional leadership can motivate employees to provide innovative solutions that improve the efficacy of decisions made by leaders. The promise of a reward and the establishment of clear goals can ensure that employees work towards providing solutions required by the leader for decision-making. The transformational leadership approach can also help leaders analyse and evaluate strategies for decision-making amidst uncertainty attributed to current economic uncertainty. The leadership approach results in leaders who can use their connections and expertise to network internally and externally to obtain knowledge that can be used to make better decisions to solve organisational challenges. Participatory leadership, on the other hand, is especially important for collaboration and learning between employees and leaders to improve decision-making by leaders and employees. Employees can share ideas with leaders to ensure that decisions lead to the best outcomes. A combination of the three leadership approaches enhances the efficacy of leaders in analysing and evaluating strategies for decision-making amid economic uncertainty and uncertainty caused by the pandemic.




[bookmark: _Toc154629306]Reflective Essay 
The reflective essay outlines the skills I acquired and learned from the module. The essay uses Gibbs' Reflective Cycle, which is appropriate for enabling individuals to learn from their experiences. The cycle is a structured method that makes it possible for the learning individual to think systematically regarding the experiences they are required to learn from (Adeani, Febriani, and Syafryadin, 2020). The model improved my ability to learn from my experiences. This reflection is, therefore, structured into the seven phases of Gibbs' reflective cycle, each capturing the vital details of skills acquired and challenges encountered during the learning process for this module.
[bookmark: _Toc154629307]Description
The module focused on leadership and its importance in enabling an organisation to navigate challenges in the business environment and achieve success in the marketplace. Several leadership styles and theories were covered during lectures to provide insights into how leadership efficacy can be attained. Additionally, learners were told to write an individual report on emergent leadership skills while basing their analysis on an organisation they have worked or are very familiar with. The case study organisation was the Morgan Sindall Group. The organisation operates in the UK construction sector, which is experiencing economic challenges and labour and skills shortages (Business Matters, 2023). Learners were required to test their knowledge of emergent leadership skills using real-life situations. 
[bookmark: _Toc154629308]Feeling
I was very excited about the module because I consider myself a future leader. I felt that the module was highly practical, and the knowledge and skills acquired would greatly improve my employability. I finally felt that I was learning something significantly useful in employment contexts. During lectures, I often tried to reflect on the type of leader I would be, making the learning sessions very enjoyable. While I enjoyed working on the individual report, I found it very draining, mainly because there were many concepts to cover. I also think that the instructions should have been more concise. 
[bookmark: _Toc154629309]Evaluation 
The module lessons were important in enabling learners to grasp the basic concepts of leadership. The lessons were rigorous academic endeavours with goals and objectives. The lecturer set out lesson objectives, which were achieved at the end of the lesson. Class discussions also went well and improved learning outcomes, but sometimes, they could lead to time wastage. Some learners also took advantage of the discussions to engage in personal stories and became disruptive during the lessons. The individual report also went well because I was able to finish it on time. I was also able to respond to all the requirements while learning in the process. However, working on the report was time-consuming because of its length and the volume of research required. At some point, I was only working on the report to complete it because I was exhausted.
[bookmark: _Toc154629310]Analysis  
I believe that the practical nature of the module made it highly interesting, increasing my attention to detail. I was drawn to every concept the lecturer explained during learning sessions. According to Porozovs and Kristapsone (2017), teaching methods that make lessons interesting tend to result in positive learning outcomes because of learners' high level of attention. In fact, I often looked forward to the module lessons because I found them interesting. The lecturer also encouraged discussions within the classroom, improving our learning ability. Such discussions support peer learning, an effective learning method where students learn concepts and make clarifications from one another (Castro, 2019). I also believe that the individual report assignment was an important exercise that improved our learning because of its practical nature. I examined and understood how leadership can help organisations in the UK construction industry overcome some of the challenges they are currently experiencing. 
I was able to identify more with transformational leadership as a leadership approach from the modules and based on my learning when working on the individual report. I believe that leaders should create a conducive work environment for employees and should support their personal and professional development. Transformational leaders lead by encouraging or motivating employees to achieve team success (Afsar et al., 2017). Such leaders are charismatic and idealised and are role models that their followers highly like. Transformational leaders show inspirational motivation by being optimistic about the realisation of goals. Transformational leaders are intellectually stimulating and encourage problem-solving and critical thinking among followers (Crews, Brouwers, and Visagie, 2019). The leaders are also considerate and show purpose and empathy.
I want to be a leader that makes employees want to come to work. I want to support their professional and personal development. I think the workplace should be somewhere that employees enjoy being in instead of viewing the place as some torture camp or prison. Due to my personal traits, such as being empathetic and a keen listener, I believe that I can be an effective transformational leader. Personality traits such as decisiveness, warmth, integrity, reliability, and empathy often result in good leaders (Wyatt and Silvester, 2018). Most of these traits are associated with transformational leadership. I believe that I possess most of these traits and would thus be an effective transformational leader. 
[bookmark: _Toc154629311]Conclusion 
I learned important leadership skills during the module learning and individual report writing. However, I could have dedicated more time to the individual report to learn from the exercise, significantly enhance my leadership knowledge, and improve my leadership capabilities. Overall, the module and the individual report have made me a better leader. 
[bookmark: _Toc154629312]Action Plan 
I plan on improving my time management skills by having a diary to plan my activities. I will also read books and journal articles on improving time management skills to ensure enough time for research. I also plan to continue learning about leadership skills and dedicate 30 minutes each day during the first month of next year to learn more about leadership skills. 
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