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Reflection is a model of own thought, observation, and imagination through introspection. When this reflective essay first comes to my mind, I was excited. This excitement fades away when I try to open the first few words of my reflection. My head becomes hot. I feel agitated. I began to sketch using my pencil. After a certain period, I opened my first few words. The goal of this essay is to explore my journey of personal growth and development as a future leader. I will reflect on the theories and concepts learned in the "Emergent Leadership Skills in the Workplace" module. The reason is to earn deeper insights into my strengths, weaknesses, and aspirations for the future. In this reflective essay, I will be using Gibbs' Reflective Cycle (Gibbs, 1988) as the guiding model. The reason is simple (Adeani et al., 2020). This framework allows for a structured approach to reflection. This enables me to analyze experiences, identify learning points, and develop action plans for future development (Adeani et al., 2020). 
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Leadership is multifaceted. So, the module presented different perspectives on leadership traits and styles. First, the trait approach highlighted innate qualities like conscientiousness and extraversion as linked to effective leadership (Judge et al., 2002). This resonated with me. In fact, I could identify some of these traits within myself. However, the author notes a key limitation – this approach overlooks situational factors (Northouse, 2021).
The skills approach provided an alternative view. Hence, it emphasized developing competencies like problem-solving and relationship building (Mumford et al., 2000). This aligned with my belief in lifelong learning. Next, the concept of shared or distributed leadership challenged traditional top-down notions. So, it proposed influence can stem from multiple sources (Pearce & Conger, 2003). Initially unsettling, I grew to appreciate its potential benefits like increased innovation (Carson et al., 2007).
Moreover, emotional intelligence emerged as a crucial skill. Thus, leaders must build and maintain relationships effectively (Goleman, 2004). An interesting statistic – over 90% of top performers displayed high emotional intelligence (Bradberry & Greaves, 2009). On the other hand, command-and-control styles risk disengaging employees (Goleman, 2004).
Ultimately, the module underscored leadership's complexity. While some ideas resonated with my strengths, others pushed me beyond my comfort zone. However, the author believes this experience shaped aspirations for continuous growth and adaptability as a future leader
Leadership requires self-awareness. So, examining my personality and experiences is crucial for growth. A key strength is my conscientiousness. For instance, when leading a team project, I ensured deadlines were met through careful planning and follow-up. Conscientiousness has served me well (Judge et al., 2002).
However, my introversion can be a double-edged sword. Thus, while it helps me listen attentively, I sometimes struggle to be assertive and make my voice heard (Grant et al., 2011). This manifested when I led a committee meeting - I failed to rein in a dominating member, resulting in inefficiency.
An area of personal development is emotional intelligence. Though I strive to be empathetic, I've had instances where I missed subtle emotional cues. For example, during a difficult conversation, my inability to read the other person's discomfort led to an unproductive outcome. Fortunately, emotional intelligence can be cultivated (Goleman, 2004).
On the positive side, my open-mindedness has been an asset. I try to consider diverse perspectives before making decisions. This tendency was evident when our team disagreed over a project's direction. By encouraging an open discussion, we arrived at a well-rounded solution appreciated by all.
Crucially, I've learned from challenges. A humbling experience was when I micromanaged a project instead of delegating. This hampered team motivation and outcomes. It taught me the importance of trust and empowerment for effective shared leadership (Carson et al., 2007).
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The leadership module exposed me to various perspectives that helped contextualize my experiences. Notably, the trait approach resonated with my conscientious nature, which emerged as a strength (Judge et al., 2002). This quality enabled meticulous planning and follow-through, benefiting team projects I led. However, as Northouse (2021) highlights, an over-reliance on traits alone is limiting.
My challenges with assertiveness align with findings that introverts can face hurdles in leadership roles traditionally favoring extraverts (Grant et al., 2011). The committee meeting example underscores the need for contextual intelligence - adjusting one's style to situational demands (Ammeter et al., 2002). By developing emotional intelligence, I can improve reading cues to facilitate better interventions. The incident of micromanagement reflects a common pitfall - an overemphasis on command-and-control leadership (Pearce & Conger, 2003). Fortunately, the shared leadership model provided an alternative approach centered on empowerment and collaboration (Carson et al., 2007). My team's positive response to inclusive decision-making exemplifies this model's effectiveness.
Furthermore, open discussions aligned with the leader-member exchange theory's emphasis on high-quality relationships built on trust and respect (Graen & Uhl-Bien, 1995). By fostering such dynamics, I could leverage diverse perspectives, as seen in the project direction incident. However, I need to extend this openness to better receive feedback on emotional blindspots. Looking ahead, the skills approach highlights developing competencies like problem-solving and influence (Mumford et al., 2000). My commitment to lifelong learning will be vital for addressing weaknesses and acquiring new skills aligned with my vision for adaptive, empowering leadership.
In essence, this reflective process illuminated how multiple theories offer complementary lenses to analyze experiences. A balanced, integrative approach considering traits, situations, relationships, and learnable skills seems most fruitful for holistic leadership development.
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Self-awareness precedes growth. So, through this reflective process, I've pinpointed key areas demanding focused development efforts. First, assertiveness - while my listening skills are strong, I need to project more confidence when voicing ideas (Grant et al., 2011). Practicing succinct communication and learning to be more interruptive yet polite in meetings could help.
Another area is emotional intelligence (EQ). Specifically, I struggled to detect nonverbal cues and manage difficult conversations productively (Goleman, 2004). Therefore, EQ training covering skills like empathetic listening and regulating emotions is a priority. An interesting study found such training increased emotional competence scores by 60% (Cherniss et al., 1998).
Moreover, influence and persuasion are abilities I must hone. The skills approach underscores their importance for effective leadership (Mumford et al., 2000). So, seeking opportunities for public speaking, engaging in debates, and studying masterful rhetoric could benefit my development journey.
Crucially, adopting a learning orientation itself is key. Thus, regularly soliciting candid feedback and purposefully undertaking stretch assignments will expose my blindspots (Dweck, 2006). For example, volunteering for cross-functional initiatives could immerse me in unfamiliar domains, accelerating growth.
Additionally, the shared leadership model (Carson et al., 2007) inspired me to be more inclusive. Hence, intentionally building cohesive, psychologically safe team environments where all voices are valued will be a goalpost. Related to this is cultivating humility - being open to others' ideas and leading by example through vulnerability.
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Leadership is complex. So, this reflection exposed me to multifaceted perspectives and insights. The trait approach resonated, affirming my conscientious nature as a strength. Crucially, integrating other models proved illuminating. For instance, the skills approach underscored developing emotional intelligence and influence abilities. Meanwhile, the shared leadership concept inspired more inclusive, empowering philosophies. Furthermore, self-analysis exposed areas for growth like assertiveness and managing difficult conversations. Hence, concrete next steps involve targeted training, feedback seeking, and purposeful skill-building through stretch opportunities.
The author remains committed to this lifelong journey. Only through unwavering self-awareness and adaptability can one inspire extraordinary team performance. This reflective process reinvigorated my aspirations to embody transcendent leadership ideals. In essence, position alone does not make a leader. Rather, true leadership stems from relentlessly cultivating human potential - in others and oneself. It demands humility, empowerment, and leaving a legacy of profound positive impact.
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