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[bookmark: _Toc76601935]Blog 1: Leadership questionnaires

1. How you start you leadership journey?
2. Do you think leadership is a challenging job? If yes, why?   
3. What type of challenges are common in this job?
4. What factors do you think affect your decision making process?
5. What type of factor (Internal or External) mostly affects decision making process in your organisation?
6. How you handle the situation or minimise the issue?
7. Did you experience any dilemma/situation to achieve more than one objectives, if yes, what?
8. How did the dilemma affect your decision-making process?
9. What is the most important quality a person should have to be an effective leader? 
10. Which leadership model you consider in your leadership role?
11. What model of leadership do you think is most effective in your organisation?
12. What are the downside of this model and how you manage?
13. Do you face any ethical concern/issues in your leadership role or in your team?
14. How you manage if face any ethical concern like working hour, safety and law?
15. Do you feel any bias in your leadership role? 
16. Do you think bias can be overcome?
17. How you adapt any change or update in your organisation like technological improvement, change management and working style?
18. Have you experienced any complex situation in you leadership journey, if yes what?
19. Do you think self-regulation is important to develop leader’s ability to adapt complex situation?
20. Do have any working network in your organisation? 
21. What is the most important to develop future leadership in an organisation?

Interview link: https://youtu.be/FoCc1z-KckE
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[bookmark: _Toc76601937]Blog 2: A multicultural dilemma 
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Last week, I met one of my friends who is a store manager of a leading retail outlet in London. My meeting objective was to identify a particular challenge a leader faces currently. However, I was not prepared to discover that leading a multicultural team is one of the biggest leadership challenges. He expressed his struggling situation like transforms ideas, tasks, and responsibilities to some of his subordinates from different nations. Diversity in his team creätes some negative effects such as lack of understanding, adjust to working conditions and maintain team speed.
Though a diverse team collaborates to a common goal, multiculturalism sometimes creates a dilemma for a leader that constructs barriers to a decision-making process.
[image: ]
The negative outcomes of multiculturalism were uncomfortable information to me, as I always consider diversity as one of the advantages for proficient team working. Moreover, my dream to be developed myself as a future diverse team leader is my pleasure to incorporate with different individuals in an adaptable environment. Therefore, I have started to analyse the factors that affect leadership practice such as the decision-making process and overall team performances are generated by multiculturalism.
My observation is leadership role is not affected by only one single factor of multi-ethnicity in a team. There is a number of drivers including lack of working experience in a diverse team, misunderstanding due to lack of communication skills like languages barrier, and lack of ability to adapt to new working style are interconnected to reflect such destructive outcomes. The consequence of misinterpretations creates a leadership dilemma and leader faces such critical and complex situations.  
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A multicultural dilemma in leadership is a situation when a leader’s desire to interact in a diverse team becomes difficult to choose with other alternatives (Baber, 2012). Baber (2012) also states, if team working style is dominated by a particular culture, individuals in the team from outsides feel isolated, fail to adopt the change, and preserve their own sociocultural exercise. All of those cultural turbulences produce a complex working environment and interrupt overall team performance. Hence, an inflexible situation interrupts a leader’s ability to learn and understand different customs, work in variable arrays, and predict team member’s abilities (Dumitrescu, et al., 2014). 
Dibble & Gibson (2013) also mention the differences in cultural viewpoint also another reason not to adjust in a specific working culture that results in conflicting rules. However, if a leader has complex capabilities such as tolerance and respect for diversity, empathy, and flexibility, he can adapt to a diverse team’s complexity (Dumitrescu, et al., 2014).
According to Pauliene & Diskiene (2019), a leader's decision-making ability is challenged by the multiculturalism because of diversity in team incorporate individuals collaboration with variable communication style, values, and habits. As consequence, the interaction process keeps changing the organisational internal environment. Through effective leadership should be connected with changes but constant changes in the working environment, a leader may not always acclimate the change positively.
Similarly, a manager engages frequently to discover compliance to adapt team’s complexity minimizing poor team performance (Guillaume, et al., 2017). Hence, organizational core commodity has been overlooked because of trying to hold team enactment competencies. 
While managers struggle to create competitive advantages in a competitive business environment, the opposite consequences from a diverse team defiantly generate barriers for the organizational existence. I have discovered team leader’s (my friend) learning enthusiasms to be more adaptive leader though his frustrated face indicates overcoming variable working environment challenges is the first priority. The experience from this leader encourages me to think future leadership could be replaced by artificial intelligence (AI) because AI has the higher analysing capability and unlimited stamina to maintain complexity accurately, decision-making ability without emotional interaction, and high ethical appearances (Wal & Yan, 2018). Though it assumed AI in our future leadership role, however, still believe leader adaptability can be facilitated through identifying adaptive challenges, controls distress, and maintain discipline attentions.





“International collaboration can be difficult. Oftentimes, colleagues must cross time zones, as well as language barriers and cultural divides. Just ask those who were betting on the DaimlerChrysler megamerger. The union ultimately failed, with many blaming the two companies' cultural discord.”  
(Forbes, 2017)  
A certain period of team performance could be inhibited by a diverse team however, adaptive leadership practice can overcome any cultural barriers to achieve a sustainable business goal. As complexity can cope with complexity, a leader can be opened to learn complex skills for adapting to any variable situation in the organization (Poulis & Poulis, 2016).
· Open your mind: getting on the balcony and open mind to explore perspective and individual’s insight capability for the team collaborations. 
· Discover the challenges: identifying the obstacles to be disinterested in building relations, value, and ethical practice within the team.
· Regulates distress: self-control can adapt to undesirable outcomes that can influences others positively.  
· Maintain discipline attention: stop avoiding issues but paying attention to the issue to change the system.
· Giving work back to people: creating space for every team member to ensure every individual is deeply involved in team performance. 
(Heifetz, et al., 2009)
Why not involve in a diversity team, start adapt complexity to be a future adaptive leader.  
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[bookmark: _Toc76601939]Blog 3: A series of ‘tweet’ style social media posts

	Post No:
	The social media posts 
	The Reponses

	1
	Diversity in a team has some negative effects such lack of understanding, adjust with working condition and maintain team speed. #leadershipdilemmas.

	

	2
	A leader's ability to direct simple clarification in a complex situation enhance the decision-making process that helps to respond faster in any challenging circumstances. #bmdleadershipdilemma #resilience.

	Hilda Ojonugwa Obaje
Simplifying system, process and structure helps a leader to overcome complexities.


	3
	The diversity in the team results in a changeable working environment that could affect leader adaptability to cope variable environment positively #leadershipdilemmas.

	

	4
	In the organizational strategy using the Cynefin framework helps in a complex situation to categories different problems for responding accordingly. Moreover, the framework supports an appropriate decision-making process that helps avoid potential issues that could damage effective management style #leadershipdilemmas.  

	Akina Limbu
Agree with you, Ahmmed. However, as much as each domain necessitates a distinct set of actions, the framework has been criticized for being unclear, lacking a more solid foundation, and covering an overly narrow range of conceivable scenarios. Thus, it is important for businesses to distinctly and discernibly identify the stages in order to address the issues.


	5
	Acquire complex skills helps to be an adaptive leader #leadershipdilemmas.

	



[bookmark: _Toc76601940]Part A: Reflection on the social media post:
This blog outlines the reflection on social media posts to demonstrate the experience incorporate with different feedbacks. The aim of social-media posts/tweets was to share experiences, understating, and finding about a leadership dilemma. Therefore, Gibbs’s reflective cycle model is used to show my involvements in different phases in sharing ideas on social media site (Lawrence, 2013).  
[image: ]
Figure 1: Gibbs reflective model (University of Edinburgh, 2020)
Description: My first tweets posted about a leadership dilemma with lots of hesitations as I was confused about the quality of languages. Therefore, I was waiting to see other's posts first to have an idea of the quality of writing to be confident for sharing my post. 
Feeling: Shyness was the prime barrier for me to share my tweet, however, I was excited to read the comments to know how others rerate on my post because of having an opportunity to update my idea based on different opinions (Kabir, 2019).
Evaluation: I expected to have other’s attention about my finding on a leadership dilemma. However, I have only two reactions in favor to address the specific leadership issues.   
Analysis: As two responses support my argument, my aim to draw attention to the leadership dilemma was succeeded. However, fail to engage others in my discussion was the key finding in future development (Glass, 2018).  
Conclusion: I have learned building a network with classmates has another advantage to draw attention to social media posts, as I have only to reacts from two of my friends and I have built a network with them recently. 
Action plan: As well-communication with everyone in the network supports to draw attention such as social media posts, sharing an opinion, and exchange ideas on a specific area (Cullen, et al., 2014), I determined to expand my network in the future to have large number responds on my posts. 
[bookmark: _Toc76601941]Part B: ANT
According to Actor-network theory (ANT), every actant exits on a network and has equal participation, interaction, and connection with each other to succeed in any event. Therefore, mediators actants like human interaction in the network can change the system. Similarly, non-human actants like the internet, computer, and software also can be a cause to change the system (Alcadipani & Hassard, 2010). Moreover, object like knowledge, method, and awareness also as significant as human actants to generate and change a social situation (Whittle & Spicer, 2008). The best example is my social-media post, some human actants like Akina and Hilda's reactions have changed the way I thought, even though those who did not respond to my post have also influenced me to modify the future post. 
Similarly, non-human actants like Twitter, leadership blogs, and team chat tend to change the system because without social media we cannot reach out to human actants like classmates, teachers, and others. Our communication method relies on non-human actants like the internet have a vital contribution to constructing connections one to another to developing network, sharing ideas and any reactions (Whittle & Spicer, 2008).       
However, Alcadipani & Hassard (2010) states, intermediaries actants exist in the network but they do not act for changing the system such as UWTSD IT support, though the IT department has involvement to ensure the system for the connections within the actants.   
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[bookmark: _Toc76601943]Blog 4: My network analysis and development plan
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Figure 2: Researcher’s network analysis
[bookmark: _Toc76601944]Analysis of current network
The pattern of contacts with several individuals, groups, and sources indicates the dynamic that has both direct and indirect impact on work, leadership practice, and research (Cullen, et al., 2014). Therefore, the above network (figure 2) map shows the type of bonds that exist within my classmates, teachers, and future research participants to complete my DBA research successfully.
The prime strengths of my current network are expandable and large (CROSS & THOMAS, 2008) though I have not strongly connected with each of the individuals. I have strongly connected within the study group that enables me to understand a fact differently, gain information of updated sources that I have not access yet, and enhances my communication capability to build a network in different cultural people (Bienkowska & Klofsten, 2012). Similarly, the links with my group, lectures, and module leader within the network have proved my adaptability to work in a diverse environment that would help to achieve my research aim to dealings and collect data from different cultures, locations, and external organizations. Another strength of the current ties of my network to understand the self-knowledge gap between others while discussing a subject in the group that also helps to identify further essential reading (Klofsten, et al., 2021).
On the other hand, lack of connection within other groups and intelligent individuals indicates my lower communication skills. The links with potential students in another group could be developed my analysing capability in my research (Petrova, 2020) as I noticed their group discussion they have strong interconnection with each other, debating power, and analysing capability. The low connection with lecturers and have not connected with a supervisor in the current network indicates missing distinctive research prospects such as identify potential research opportunities challenges that could affect research to create a bridge between academic culture and external organizational culture (Elliot & Kobayashi, 2020). Additionally, the absence of links with UWTSD DBA’s current and previous researchers in the network displays inexperience in compatibility research.                                        
[bookmark: _Toc76601945]Development plan
According to Cross & Thomas (2008), ties with potential people who have mobility, creativity, and a better network for developing a high-performing good network. As my present network has not connected with some intelligent classmates, I am preparing to develop a connection with them. My research would be supported by new ties to understand other's skills, combine different prospects to specific subjects, and increase communication skills for contracting research participants. 
Moreover, my DBA class has some personnel from different professional has specific skills in analysing facts to suit in a specific subject and practical working experience in a variable environment. Developing a network with them would enhance my self-understanding of practical working skills, and ability to identifying accurate information to conduct business personnel engaging them in my research (Petrova, 2020).              
Similarly, developing a network within a formal group such as DBA supervisors and lecturers to have more engagement in the research area for identifying research gaps, research problems, and demonstrate objectives (Elliot & Kobayashi, 2020).
Currently, I do not have communication with my research interviewees and they are not connected in my network. Accordingly, establish network connections with participants would assist to build a relationship for understanding participant’s insight, avoiding personal bias, and collecting appropriate data (Creswell, 2013).
Developing my research skills to engage extensive reading practice is essential therefore, targeted reading such as online sources, journals and books to progress my research awareness in a variable environment. Similarly build a connection with current researchers in the university also supports discovering research challenges and techniques to minimize the encounters, well-organizing the entire research project, and time management to integrate different competencies in a specific period.     
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[bookmark: _Toc76601947]Blog 5: a reflection on the outcomes of the debate.
This blog demonstrates the reflection of outcomes of the debates on the topic “The era of management is over”. The reflection summaries my preparations, involvedness, and contribution in the debates using Hence, Gibbs’s reflection cycle. Gibbs six stages cycle supports to examine my experiences, learn, and plan for the future contributions are in the following:
Descriptions: Participation in a debate was very exciting to me because it was a completely new experience. I aimed to present information logically, resourcefully, and precisely (Asvoll, 2017). Moreover, our group aim was also to present simple but combine influx information to attract our audience (Janson, 2021). Therefore, I have read, watch videos, and reach out to several different sources. As I was prepared to have the audience's attention at the start, I have started with a very formal approach. My contributions were in favour of the topic therefore I have presented logic to establish and support the topic and made my side as strong as possible.
Feeling: Despite well-preparation, my feeling was not supportive at all to me because of fear of missing important data. Consequently, before starting the debate my feeling had caressed in a complex situation such as constantly organizing the evidence, preparation to answering further questions and prepare a question to the opposing. I used a sensemaking framework to overcome the complexity and adapt presenting environment (Cecez-Kecmanovic, 2004). However, in debating the topic, I felt nervous to support the topic and thought I am naturally a bad communicator (Brenner, 2018). Finally, I had a establish situation once completed my part and prepared to ask question opponent.
Evaluation: The experience and outcomes of the debate made me self-confident, well-organized, and instant problem solver because of managed a stressful situation, simple thinking to overcame the challenge (Brenner, 2018), and adapt complexity by complex understanding (Poulis & Poulis, 2016). However, I have discovered myself to mix information while presenting very quickly, eye contracting with the examiner, and approached unknown questions though the situation had been overcome by ignored the sense of interruptions but assumed the audience’s attention (Janson, 2021). Additionally, misunderstood the debate topic also was an incompatible experience at the feedback session from the examiner. The incompetent experience teaches to investigate the topic appropriately before starting any activities.
Analysis: In the debate, my preparation to support the topic was well-organized by backup proper shreds of evidence such as apply Apple Inc. example in the particular aspect. Similarly, I well-demonstrated to respond to the opponent's inquires with the evidence, maintain time management, and retained a link with other presenters as I expected. In addition to work with diversity in the debating group, maintaining the exchange of information, and respect individuals to select statistics was well-organized (Choi & Oh, 2020). Nevertheless, mixing and contradict information in support and against were wasting time. Moreover, missing to summarise the consequences of the topic was my weakness in the contribution (Shevlin, 2019).
Conclusion: in summary, my contribution aimed to reach out to the audience as I presented numerous supportive information to support the topic. Although I have experienced the complex situation, discover unknown weaknesses that can be overcome in the future to a better debater. Likewise, the debate could better if understood the meaning of the topic accurately before starting the session. Recognizing some skills state above also would be helpful in the future to have the same circumstances. Finally, a good conclusion could make better the debate that awareness will defiantly help in the next debate.
Action plan: The same debate if I have in future the following development would be reflected. Firstly, understand the topic and technique to speak to the audience such as practice before the start final one, breaking in stages to have a gap to link one part to another, and keep eyes on the audience to have more attention that can help to feel confidence (Forbes, 2013). Secondly, follow the instructions to avoid any inconveniences such as mixed-up rebuttal part in the debate. Finally, justifying the argument with appropriate examples to develop the quality of the debating competence.
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[bookmark: _Toc76601949]Blog 6: Cynefin can contribute to solving the multicultural dilemma.
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Cynefin is a framework and sense-making device that helps a leader to understand the nature of the problem in different views, identifying the relationship of the issues, and categories the problems to be executed in a real-time business context (Snowden & Boone, 2007).
This framework is selected to help a leader in the decision-making process by solving the multicultural dilemma identified in blogs 1 and 2.
[image: ]
In blog 2, a multicultural dilemma is identified that prevents a leader's decision-making process in different circumstances. Therefore, Cynefin will assimilate the different concepts to adapt variable issues resulted from diverse groups (Choudhuri, 2015). 
According to Snowden & Boone (2007), Cynefin offers a leader sense of place to view of perception to break into five dimensions such as simple, complicated, complex, chaotic, and disorder- apply when the problem is unclear and not fits in the four dimensions. Therefore, the leader will able to identify the issues define with relationship and to take action based on the characteristic of the issues have been created by culturally diverse.

[image: ]
The problem is multiculturalism that resulted from the interconnection of multiple cultural turbulence and interactions of each individual in the team (Dumitrescu, et al., 2014). Firstly, the simple context that has a cause and effect relationship (Snowden & Boone, 2007) such as lack of English proficiency caused misunderstanding in the team. The leader divided the task among the team members however, the task was not done as expected. In this situation, the leader uses sense to discover the main issue is languages that can be solved by leader independently providing tasks where language would not a problem or ask employees to have an English language course. In the simple context leader’s right approach can avoid developing issues to the complicated stage (Morieux, 2011).

Secondly, the complicated context also has cause and effect relationship although several right solutions can be found. In the scenarios in blog 2, the leader can sense the problem is lack of practical working experience using technology that combines with low communication skills and employee’s cultural style working through a complicated situation where multiple right responses exist. To categorize this issue as an influence of technology. Therefore the responding to the issue can be offered training to unskilled workforces to make them efficient on using technology by the skilled and senior employees (Kuo, et al., 2014). 
  
Thirdly, the complex domain has not related to cause and effect however at least a right solution can be established (Snowden & Boone, 2007). According to blogs 1 and 2, the leader faces multiple internal and external issues such as Covid-10 forces to change the mode of business, variable customer serving process, home delivery demand increased dramatically so ensure safe home delivery by using technology and increased staff absence due to sickness and variable govt. social distance rules and lack of staff punctuality due to Covid-19 rules affect transportation facility Verbeke, 2020 & Levy, 2021). In this scenario, the leader needs to investigate or probe the issue, sense and respond. As growing complexity indicates to require specializations, the leader may not overcome this stage independently (Choudhuri, 2015). Therefore, incorporate all departmental collaboration like HR, admin, sales, and marketing apply a strategic approach to adapt the complexity (Cunha & Rego, 2010).

Fourthly, the chaotic domain is known as an emergence context means no cause and effect relationship, no right solution exists, looking right response is meaningless (Snowden & Boone, 2007). Consequently, the leader must act to order for transforming chaos issues into complexity for finding initial patterns to prevent future crises (Choudhuri, 2015), according to leader interview large number of workforces sick calls required to close the store in a busy day however managed staff immediately from another store overcome the chaotic situation.   
The final domain disorder refers to the leader making a decision depending on the situation, as the solutions are not directed above any of the four domains.       
[image: ]
In conclusion, Cynefin will enable this leader to observe the factors that influence the diversity to a dilemma. Therefore, different internal and external factors can be adapted to manage complexity for refining the decision-making process.
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[bookmark: _Toc76601951]Blog 7: A hybrid leadership style
This hybrid leadership style is newly developed to overcome multicultural dilemmas found in blogs 1 and 2 with a combination of best suitable roles from different leadership approaches in the following four domains of practice.
  

Figure 3: Hybrid leadership style (Developed by the researcher, 2021).
Firstly, build flexibility and adaptability refer leader to be flexible to learn new change, technological improvement, and understanding to classify the influences affect decisions making process. All new learning the leader transfer to his peers and team members to make them resourceful (Uhl-Bien, et al., 2007). The flexible tendency would support the leader to be skilled in several areas such as know different cultures, communication styles, and individuals abilities. As a result, the leader would proficient to acclimate complexity such as complications in working with a diverse team to achieve organizational goals (Castillo & Trinh, 2019).
Secondly, To inspire individuals to cooperate with each other to grows a clear understanding of the working environment (Morieux, 2011), motivated individuals from a different culture to adjust with existing work setting, and inspire them to combine individuals speed towards a common team goal (Breevaart & Zacher, 2019). Similarly, the inspiration will lead to the reduction of distance between management and workforce to create a willing working environment (Abdein, 2015). As individual’s preparedness grows their self-motivation and competition to show high performance, the leader may reduce the supervisory pressure and can increase engagement in the decision-making process. 
Thirdly, developing a network in the organization can build a new connection in different cultural people combine under an umbrella. Moreover, in the network sharing working experience, issues, and prospectus from the manager or high authority encourage team member to be more engaged, as they feel them as a part of the decision making authority, belief as trusted workforces, and effective communicator. As consequence, the leader has already discovered the people are reliable to support extra effort toward the task’s goal and this is the best technique to create a network to use the workforce peacefully (Ibarra & Hunter, 2007).  
Finally, the existing network in the organization will help to build a community at work to generate confidence in a high level of trust in a leadership role, friendly communication, feeling equality, respect for others, and great collaboration (Brown, 2020). The community at work also develops democracy to ensuring everyone's participation in the organization’s interest rather than self-interest (Mathews, 2016). The concept of the community would help individuals to solve the challenges in a communal approach, creates trust in belonging so no one feels isolate, aiming to ensure everyone’s participation in the communal decision-making process so no one feels impractical in the team (Brown, 2020).      
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 Appendices 1: The questionnaires of a leader’s Interview.
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