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LEVEL 4 ASSESSMENT SPECIFICATION 
Assessment 1
	Student name:
	MYA SYAHINDAH BINTI AHMAD NASRUL HAKIM     
	Student ID number:
	2538270

	Programme:
	BACHELORS IN ACCOUNTING (BEC) UM-WALES

	Module:
	Contemporary Challenges: Making a Difference

	Module code:
	MWBA4000
	Contribution to Overall Module Assessment (%):
	100%

	Lecturer:
	Emma Roberts
	Internal Verifier:
	Vic Saunders

	Assignment Title:
	Group Presentation with supporting material (max 4 in a group)
	Word count (or equivalent):
	5 mins each plus 1,500 words supporting material

	Submission deadline:
	 Monday 24th August  2026 (23.55/ 11.55pm British Summer Time BST)
	Return date of provisional marks & written feedback:
	21st September 2026

	Submission method:
	All written assessments, where practical and possible, must be submitted via Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this assessment specification into Turnitin or it will match many similarities with other students’ submissions.)
Alternative submission method (if applicable): 
Late submission of the assessment will result in a late penalty mark:
Work which is submitted up to 1 week late will be capped at 40% for the first attempt and will be awarded a mark of 0% for re-assessment. Late submission penalties may be lifted only if there is an approved extenuating circumstances claim. 
Work submitted more than 1 week late will be considered as a non-submission and will not be marked. The work may be considered as a submission for reassessment if offered by an Examining Board or if there is an approved extenuating circumstances claim.  

	Academic honesty / referencing:
	Academic honesty is required. In the main body of your submission you must give credit to authors on whose research and ideas your work is based. Append to your submission a reference list that indicates the books, articles, etc. that you have used, cited or quoted in order to complete this assessment.  



Section 1 
Video presentation link: https://drive.google.com/file/d/1PsED7T-G_0WyGG-u7H56Wlvdi6fGDdVX/view?usp=sharing
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Section 2
There are 4 individuals in Group 2, the first person to have presented is Sarah Johan followed by Nur Sabrina, Madeeha Mohamudiah and the writer, Mya Syahindah. The topic that the team has chosen is about the challenges of leading a global virtual team within the Malaysian context. 
The first speaker, Sarah Johan talked about the challenge faced by Penang technology hubs/ global headquarters and Malaysian workforce collaborating with Western teams. The speaker discussed Hofstede’s Cultural Dimensions, wherein Malaysia or is characterised as relatively high-power distance which translates into communicating more indirectly or high context communication. It shares the characteristics of a working society that is more respectful of authority and hierarchy. Contrary, western countries such as the U.S and the U.K are lower power distance countries indicating that communication is more direct. This reflects a society that is more at ease in disagreeing or challenging managers. From these two differing characteristics it shows that what may seem like an acceptable approach in one culture can be understood differently in another. Therefore, these differences will impact the communication among Malaysian workers and their western collaborators. These cultural differences which were identified by Sarah, were used as the basis for the author’s discussion on inclusive cross-cultural communication in e-leadership. 
The second speaker, Nur Sabrina discussed on the reasons why employees may not speak in virtual meetings by addressing the “fastest speaker wins” problem. The factor that could cause employees to make less contribution include factors like dominant speakers, virtual/time-zone communication barriers or respect for authority. In turn, this behaviour reduces psychological safety making less dominant speaking employees feel less valued stopping them to speak up. Sabrina deliberated on the concept of psychological safety which enables staff to ask questions and challenge ideas at work without being embarrassed or punished. Consequently, this will impact the cross-cultural collaboration positively such as faster problem solving, stronger international collaboration and greater innovation. The speaker’s discussion on psychological safety ties author’s discussion on trust-based leadership, as psychological safety is established, employees and leaders alike will have established a mutual trust important in trust-based leadership.
The third speaker introduced the question to the well-being of the staff. The key takeaway of this section is the discussion on the implementation of job demands, “Resources (JD-R) model” the virtual-global work requires employees to participate in late-night international meetings, anticipate on-line presence, meet tight deadlines. The resources that can help alleviate these pressures are flexible working hours, autonomy and supportive leadership. If the stress in the job is continually greater than the resources available to deal with it, there will be an increased risk of burnout. Practical steps that can be taken to overcome this is by incorporating asynchronous communication meaning that, there are fewer unnecessary meetings, integrating “no-call” periods consequently giving employees greater autonomy. The speaker’s concerns on excessive workload pressure between time zones ties in with the author’s strategy in implementing a structured digital communication reinforcing an autonomous working culture across borders.
The author’s contribution focused on defining e-leadership and the practical steps to take to effectively manage global virtual teams. E-leadership was defined as a technology mediated way to lead remote teams with a focus on the key role of trust, communication and cultural awareness in virtual teams. The presenter then identified four vital factors to an effective virtual leadership that are bridging cultural and operational differences, trust-based leadership, sustainable working practices and outcome-oriented success. Considering this, practical solutions were suggested by the author for the issues caused by distance, time and cultural differences namely the implementation of a structured communication digitally, inclusive cross-cultural communication and trust-based communication. Finally, the speaker explored the correlation between leadership methods and measurable organisational outcomes by evaluating the effectiveness of asynchronous work and cross-site employee retention as the measures of employee engagement corresponding to the efficacy of virtual leaders.
The author’s discussion contribution to the group conclusion was the connection between the cultural and psychological issues which were ascertained by the previous speakers and the workable e-leadership strategies. The contribution illustrated the ways that virtual managers could combat these obstacles by means of both trust-based leadership and inclusive cross-cultural communication as well as structured digital communication. Moreover, quantifiable benchmarks were added to evaluate leadership efficacy, underscoring the significance of a flexible leadership style, all-inclusive and result driven in global virtual teams.














Section 3
The video presentation proposed that trust and autonomy is vital for cross-cultural virtual teams as it reduces micromanagement and supports employee autonomy. Nevertheless, unchecked autonomy may weaken the employee’s accountability to deliver work within the expectations of the organisation. From the author’s experience with collaborative work, effective dialogue and clearly delegated responsibilities is especially crucial in ensuring success within teamwork as individual contributions stay on the same page within the overall objective of the project. An alternative perspective to trust-based leadership is Hersey’s and Blanchard’s situational leadership theory which indicates that leadership style should differ based on an employees’ needs and capabilities. Having trust as the sole foundation of managing employees cross-culturally isn’t enough, it should be combined with situational strategies taken according to the context and background of a collaborative project. 
Next, although the Hofstede’s cultural dimensions provide a constructive paradigm to understand the potential demographic disparities between Malaysian and Western employees, country specific cultural profiles aren’t necessarily universally applicable to all individuals. There are other factors which could influence the profile of an employee such as age, professional portfolio, organisational culture and global worldview. Brendan McSweeney critiqued Hofstede’s theory by arguing that his theory is reliant on flawed assumptions as his data was primarily based on IBM employees only. Hence, leaders should instead use cultural frameworks as reference, but not as the guiding principle to interacting with employees from across borders as this can lead to overgeneralisation. Instead, leaders and team members should take the initiative to understand the working expectations of their global colleague through open dialogue and regular feedback sessions.
Critical thinking and decision making were applied during the entire process to assess ideas and influencing and conflict-management skills were used to engage in constructive discussion. In general, critical reflection allowed for a consideration of various points of view and their incorporation into a unified presentation.









Section 4
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Diagram of the Gibbs’ Reflective Cycle
1. Description 
The four-member group presentation, a topic concerned with global virtual leadership, was divided into interconnected themes. Being tasked with doing the final four slides of the video presentation. The author’s role was to explain the concept and definition of e-leadership, integrating the previous issues brought up by my teammates and proposing leadership strategies to overcome the issues.  had conducted research on the delegated but theme of the presentation.  

2. Feelings 
Initially, the expectations and requirements of the UWTSD as was the group’s first experience in completing a Wales-led module. I was also concerned about the coherence of the overall content. Finally, as the final speaker, I had the pressure of ensuring that my points did not repeat my groupmates' content, fearing it would be redundant. However, as time progressed, I felt more reassured as my team members communicated their progress on their respective tasks. I also grew increasingly confident once the correlation between each content area, such as cultural differences, psychological safety, burnout, and e-leadership, became clear. My final contribution on e-leadership and the practical solutions to efficient global virtual leadership tied together the points that had been put forward by my teammates. Finally, I felt relieved that we were able to complete the video presentation on time and that the individual contributions of each group member formed a comprehensive discussion. 

3. Evaluation 
A clear division of responsibilities. This has allowed the group to present different theoretical perspectives for approaching the problem.  Practical steps were incorporated, which provided a more comprehensive view of the overall topic. Conversely, the video presentation could have benefited from a stronger transition between the speakers, which would have made the arguments cohesive. The argument of the content presented by each speaker could have been made stronger with a more critical discussion on limitations and an integration of academic literature across the board.  

4. Analysis 
The experience demonstrated that efficient borderless collaboration necessitates more than delegating tasks. Collaboration includes clear communication, shared trust, and objectivity. This illustrated the skills introduced in Unit 2 teamwork and interpersonal skills, as the team members were allowed self-direction while having collective ownership for the shared results. The group’s workflow reflected the concept discussed in the video presentation. Autonomy is most efficient when sustained by clear responsibilities and communication.  

5. Conclusion 
In conclusion, this experience has reaffirmed the importance of communication, trust and collective responsibility in effective collaborative work. Although improved coordination could have enhanced the cohesiveness of the presentation, it reflects the core thesis of the presentation: effective collaboration in a student assignment or a global virtual team requires shared responsibility and commitment. 

6. Action Plan 
For upcoming assignments, the author will place a greater emphasis on establishing a clearer trajectory before individual responsibilities are delegated. Regular check-ins could be implemented to ensure that each team member remains aligned. Additionally, the author would have placed greater consideration on divergent scholarly views, and analytical limitations would strengthen the critical depth of future assignments.  
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