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As I enter my final year of BA Leadership and Management, I have developed vast understanding of concepts and theories to help build my knowledge within the context of leadership and management skills for the workplace which can help shape my future goals and aspirations as a leader in my chosen profession.  A leader's job is the ability to make decisions and depending on individual temperament and personality a manager should have the fullest freedom to do the job the best way it suits them (Drucker, 2008).
During this module I have been exposed to the concept and theories of leadership styles and traits a leader possesses for effective leadership.  The purpose of this essay is to reflect on my experience of my learning process of Emergent Leadership skills module.  Reflective practice enables us to evaluate what we have learnt or done as part of self-discovery and inner leadership, identifying the concepts, theories and understanding to help us make effective choices for self-development (Pavlovich, 2007).  
Gibb’s Reflective Cycle is the chosen framework to structure this essay as it has clearer guidelines for writing reflection and according to Adeani, Febriani and Syafryadin (2020), the Gibbs reflective cycle is considered a good, well-structured framework to be used by students for reflective purpose.


[bookmark: _Toc330480893]Applying My Knowledge of Trait and Behaviour Theory to My Worklife

My knowledge of traits and personalities of leaders has always been adapted from people I know or have met, and some important traits have been highlighted in this module, such as confidence, charisma, integrity, determination, sociability and intelligence (Kirkpatick and Locke, 1991).  Traits are interconnected as not one is more important than the other, rather it depends on individual preference for effective interactions between leader and subordinates, for example as well as having charisma a leader must support this characteristic with integrity (Aliekperova and Aliekperov, 2023).  We looked at practical examples in class activity regarding these traits, confidence and integrity have always been traits I would associate with a good leader.  I always believed confident people make good leaders however from my experience with people, regardless of how confident people are, without knowledge and expertise in their field it is impossible for them to be efficient in their jobs.  I have met some amazing leaders who are quite reserved however when they are trying to lead a vision their confidence shines through as they have learnt techniques to build and manage confidence.  The trait theory assumes that leaders are made because of the qualities they were born with, however although the traits are important, people can adapt themselves to a situation or environment and the context when they are trying to reach a goal and therefore this theory of trait has its limitations (Freedman, 2016).  Growing up I was a quiet and shy person and would never had imagine to portray myself as confident, but through interaction and building social skills I have been able to become more confident within myself, and part of the reason was because I knew that to be heard or have my opinion taken seriously, I would need to be assertive and show confidence. In class tasks I have felt reluctant to speak in front of everyone, but when presenting for assignments and group work I do so confidently.  After learning about the behaviour theory and situational leader it became clear to how and why I had become confident and that situations have had me change my behaviour and conduct to be effective.  I felt that I was able to relate to the concept behind these theories and that there is not just one way a leader is made.  The good thing about this theory is that it is highly adaptable, and in my experience, it has allowed me to be more supportive with diverse teams, however it can be inconsistent as I am changing the way I lead all the time and therefore may seem almost unfair.  As I analyse this experience I would make some changes, such as obtaining as much knowledge about the task at hand and be more inclusive with all members so that it does not seem that I am only communicating with some members but the whole group.  This would likely make the efforts of the task effective and produce results from everyone.  It is wise to not disregard the traits but to understand that these traits are highly effective to possess as a leader, and that I should study, practice and experience these qualities.
[bookmark: _Toc2141165657]Impact of Leadership Styles on Me

During this module, it was not the first time I had heard of Leadership style X, Y and Z and had been introduced to it in a previous module in Level 5.  Leaders pursue different styles of leadership depending on their individual beliefs and experiences.  X style leaders tend to lead using control, direction and coercion to pursue goals.  They usually believe employees motivation come from the monetary gain such as pay and rewards (McGregor, 1973).  As I look back at my experience of working in retail, I could now see that this style was widely used and somewhat effective.  I had worked under two managers inter-changeably and can see how they adapted this style to their own style. The daily tasks were delegated to the team and the managers kept close tabs on everyone, checking their sales targets and walking behind us if we were not performing as well as others.  It was infuriating at times however it got the job done. Both managers were nice people and task-orientated however one more than the other and they both showed relational behaviour, again one more than the other.  Louise was very task-related and liked things a certain way and would walk around and show us how she wanted things done literally.  She was firm in the way she delegated the jobs, however daily tasks could go unattended if there is a larger footfall that day and staff become busy serving customers.  Louise would prioritise the customers, however she would also try and complete floor tasks herself to keep on track of the to-do-list.  Rachel used a very top-down approach, delegating tasks to the team, and expected us to know and do.  She prioritised her own work and overlooked daily floor tasks which would need to be actioned by team members.  She was firm, stern and very manager like, at first glance not approachable.  However, her approach was very relational, and we were able to go and speak to Rachel about personal issues and she was understanding and empathetic.  She took the time to know about us and always caught up with us as and when.  Both managers produced results and I enjoyed working with them and had good working relations with them, however looking back at the experience, and analysing conversations I have had with teammates, we all liked working under Rachel, the relationship approach leader.  Louise made us feel on edge and her energy levels were hard to match.  She was constantly looking for tasks to be undertaken and was driven by constantly working.  Rachel’s approach still produced the same amount of work with less practical input from herself compared to Louise.  As I think about both leaders, I can only feel that the relationship approach has had a positive impact on myself.  I feel that taking up this approach would get the job done just as effectively and create a better working environment in such organisations where the job is closely monitored.  According to Nguyen (2020), the quality of the relationship between leaders and members plays an important role as it enhances employee’s creative participation in work performance and job satisfaction impacting operational efficiency positively.  In the recommendations from the study, it was suggested that managers should interact and maintain exchanges with subordinate members, paying close attention to employee development, their families and daily lives to create a sense of security of the job for employees.  The leader should show dedication by contributing to the job and creating a supportive environment.  This further backs the effectiveness of the relationship leader and in future I would like to enhance my style to reflect this.

[bookmark: _Toc1348848140]How Being Culturally Competent Can Impact Leadership

As a person from Bangladeshi background, I have seen the difference of how a leader is perceived in our culture and what expectations there are and can compare that it is different in certain aspects.  Building self-awareness of inter-cultural competencies allows leaders to identify their personal beliefs and values and recognise how it may influence cultural conditioning on behaviour (Crumpton, 2020).  Having the ability to recognise how specific cultural beliefs shape leadership behavioural responses will enable leaders to facilitate the development of inter-cultural competencies within organisations.  According to Tanneau and McLoughlin (2021), diverse workplaces are likely to be developmental, female and ethnic-minority CEOs at fortune 500 companies demonstrate both cognitive and emotional competence and have a major impact on business practices and diversity initiatives.  To develop leaders' cultural competence, it was suggested that coaching skills can support workplace leaders with boosting trust and safety within a diverse team and being aware of the teams' expectations and preferences.  Many years ago, as I worked as a new team leader in retail, I remember feeling anxious about my new role, and rightly so.  As a British Asian with not many ethnic-minority managers and leaders in the organisation it was very hard to keep the team engaged, at the time I thought they were disrespectful and slight prejudiced.  It made me feel quite miserable at times.  However, learning more about team dynamics and the perception of workers towards leaders I realise there was this element of distrust as people have a lack of understanding and it was my job to create the environment to create that harmony.  Looking back at this I can now improve my skills from the knowledge I have gained to better equip me for future endeavours whether that is as a leader or being led.  Recognising that I have my own biases and that they can negatively impact my decision-making and judgements is a first step towards leadership development. According to Meade (2021), leaders can educate themselves on different backgrounds of sub-ordinates as people are likely to be their authentic selves when managers show interest in who they are, this will enable them to feel valued and contribute more to the team.

[bookmark: _Toc1760214982]Ethical Leadership in Practice

In today’s world it is important to incorporate ethical leadership for decision-making process which involves engaging the deliberate system such as appropriately informed facts and logic rather than just personal intuition.  Ethical behaviour is behaviour which maximises value, in the same way we would minimise pain and loss, trying to reach moral decisions without regards to self-interest and avoiding tribal behaviour (Bazerman, 2020).  In my current role working within an educational facility, it is important to show ethicality.  My role as the first point of contact for students requires me to respect everyone's values and diverse backgrounds and to be supporting of their dignity and rights.  When students come and tell me their personal issues or problems, it is a duty of mine to keep this confidential, however if I need to pass on sensitive information to another department or staff member then I like to let the student know of my intentions or ask permission.  It is part of conduct and behaviour.  According to Moore (2020), during the pandemic of Covid-19 there were many leaders that stood out and made decisions that would be in the interest of their sub ordinates rather than for personal interest.  One leader was Prime minister Jacinda Arden who had shown to having high regards for others and making decisions that ultimately result in the greater good for the majority without succumbing to own selfish gains.  In the article, it highlighted some benefits of implementing ethical behaviour, such as it builds trust within teams and working practices and securing long-term consumer and shareholder loyalty, putting people above profits, which enables a leader's job to be more successful.  It is important to maintain business ethics, and we must incorporate practices to uphold these practices.  According to an online job website, it was recommended that providing a code of conduct (what is expected as a student and a staff), reporting any conflicts of interest, respecting co-workers, having a system to report unethical conduct, encouraging discretion with sensitive information and providing further ethics training were some practices to ensure as an organisation that ethical behaviour is present (Indeed, 2023). 
Reflecting on this, there are areas of improvement to ensure my conduct reflects this.  Sometimes I have not been supportive and without realising, my personal biases may have clouded my reactions.  Some students have invisible disabilities and as a newcomer I may have not been convinced at first impressions.  I had not understood that not all disabilities are physically visible, however the university gave us a chance to take part in training regarding these issues which had helped me develop my understanding.  This training enabled me to role play situations and compare different reactions to similar situations.  I believe there is always need to better myself and if I encounter new knowledge I should try and practice and incorporate this into my conduct.


[bookmark: _Toc146449702]Conclusion

The past 8 weeks have enabled me to broaden my knowledge on emergent leadership and the impact of leadership styles on sub-ordinates and the organisation as a whole.  This module allowed me to explore deeply into the different styles pursued by leaders and the understanding of the motive behind it which has changed my outlook on how I view leadership.  I have been able to reflect on my past experiences and can identify with many situations and events in my working life which correspond to leadership style X, however I have gained insight into other styles which I believe can be more suited to my personality and to my personal style.  Not all leaders pursue the same style, but the environment, personal beliefs and experiences can impact how we lead and therefore I do feel that I will use that as a guide to help me transform the way I can best lead my team.  Overall, I can take the knowledge I have gained within this module and use it in real life work situations, and even in my personal life and can agree that it is a fundamental part of business skills.  Moving forward I hope to exercise knowledge learnt in this module within the rest of the course and build upon it for maximum benefit.
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