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 This reflective report explores the learning I achieved during the leadership module. It evaluates what I learned, and to what extent I am most confident about the subject. Also, it will include my personal response to the things I have read, done or seen. It will also reflect on how I can incorporate this knowledge into future working practice. The Reflective Cycle of (1998) by Gibbs will be used to structure this report, systematically.
[bookmark: _Toc172282221]Experience (What?)
The leadership module addressed the fundamental ideas in leadership, leadership and management, the importance of good leadership and its characteristics, leadership philosophy and styles, task-and-relationships, leadership vision and constructive climate, leadership challenges, empowering leadership, modelling skill, leadership ethics and values, transformational leadership (Northouse, 2019).
Understanding leadership was the first time the concept of leadership was defined and differentiated from management, it was the first time that it was recognised that effective leadership was of vital importance to the performance and success of organisations, and it was the first time that leadership attributes or traits were explained and participants were asked to identify their own attributes and traits through both self-reflection and questionnaires (Bass & Riggio, 2006). The module also provided the first instance of participants being asked to establish a philosophy of leadership. It included the early use of the notion of task-oriented versus relationship-oriented leadership. Participants were also introduced to the concept of contingency theory (Fiedler, 1964).
As part of the module, we also looked closely at things like communication, delegation and motivation through applied exercises and case studies. We discussed about conflict management styles. There are three main styles of conflict management: autocratic, democratic, and laissez-faire. Under an autocratic style, the leader holds the centralised power to make decisions and direct the flow of information on a top-down approach. The autocratic style can be used when quick decision-making is necessary and total clarity is essential. However, when overused, conflicts are resolved by the leader alone without input from the rest of her team, which will consequently detract from input and lower morale (Jaafar, et.al, 2021). Democratic style, in contrast, invites team members into conflict resolution by asking for their opinion, which represents team members’ participation and encourages an open dialogue and collaboration, thus improving cohesiveness and team satisfaction. When quick team resolution to a conflict is necessary, the autocratic style should be used. Similarly, when increasing team involvement is necessary, the democratic style is the better choice (Hendriks & 2014). If team members know how to address conflicts on their own, then implementing a laissez-faire style would be the best option. This style empowers team members to manage their own conflicts, thus reducing the leader’s involvement while facilitating innovation. Selecting the right conflict resolution strategy for a particular situation requires keen knowledge of the team (Chaudhry & Javed, 2012). Understanding the dynamics of the team, the nature of the conflict, and the desired outcomes of conflict resolution will ultimately allow leaders to shift their approach as the situation requires. (Hersey & Blanchard, 1969).
The module we investigated led to an understanding of how to create and communicate a compelling vision and shape effective organisational climates; how to create effective management teams, build commitment and trust, and engage employees; and how ethical dimensions of leadership – starting with integrity, fairness and social responsibility – will undoubtedly play a key role (Goleman, 1995).
Therefore, the basic premise of the transformational leadership theory (success by motivating the followers to look beyond their own self-interests for the benefit of the organisation) is set forth by Bass and Riggio (2006) as ‘ingenuity on the part of leaders in mobilising and inspiring’. The transformational leader ‘makes sense of situations, communicates purpose and direction, and builds trust in the vision’.
Transactional leadership, on the other hand, also referred to charismatic leadership: this practice recognises the transactional process between leader and followers, and relies on clear structure, rewards and punishments to gain commitment and performance.
Because of the situational variable of the people being led, situational leadership (first proposed by Hersey and Blanchard, 1969) advocates that leaders need to adopt a unique style of leadership on a scale from telling to selling to participating to delegating, depending on the readiness level of the people they are leading.
As part of the module, activities and examples were used to illustrate these concepts. Examples of good leader case studies were reviewed, and tasks were completed that allowed for students to apply theoretical knowledge to simulated exercises. This material could be applied in practice more easily because of the direct experience.
In sum, the leadership module opened our eyes to many important dimensions of what leadership is and is about and helped us to better appreciate the role of leadership in creating successful organisations.
[bookmark: _Toc172282222]Reflection (So what?)
Learning about theory and ideas of how to be a better leader was both encouraging and intimidating. On one hand, the prospect of becoming more effective as a leader because I understood the relevant concepts was exciting. On the other hand, there was often a feeling that the theory in itself was difficult to comprehend and apply in different settings.
The preparation of Part 1(a) and (b) of the report was a great learning experience and it was interesting and challenging to apply all the discussed theories to my personal leadership experience. Overall, it was an incredible learning experience, and I will value this part a lot in the future as it made me realize a lot of things and deepened my understanding of the theories and their practical applications. 
As far as the different theories made me raise my eyebrows, one amongst them grabbed everyone’s attention was the Transformational leadership, because the main emphasis in transformational leadership is to motivate others. However, as far as the transactional leadership style goes, the theory is not that appealing, because the extrinsic rewards and punishments are not going to create long term commitment and growth (Alqatawenh, 2018).
What this means is that I am learning to look at past work experiences with fresh eyes, finding several instances where I had understood these leadership theories better, I would have led more effectively. For instance, in a previous project, I attempted a Directive leadership style without assessing the team’s readiness; as a result, I remember people resisting and being demoralised. As I am now learning about situational leadership, one of the theories I am studying insists that one of the first steps to being an effective situational leader is assessing the maturity of the team before deciding on the appropriate leadership style (Givens, 2008).
My responses to glass slide questions about aspects of leadership – my self-assessment showed I was strong in empathy and communication, but weak in conflict management and adaptability – provided some useful guidelines for me to work on. These glass slides have served as a valuable resource for helping me develop as a leader.
[bookmark: _Toc172282223]Action (Now what?)
In the future, I intend to bring several elements of the course back into my workplace practices as well. Most importantly, I am going to emphasise the role of emotional intelligence in managing team dynamics, by continuously working to improve my level of self-awareness and empathy towards others (Goleman, 1995).
Based on these insights, I can make sure to lead a project team in a future workplace differently. For example, I can use the situational leadership principles in a new project team by looking at readiness and choosing the suitable leadership style at various stages, such as directing more and delegating less in the beginning and maintain a supporting role when they are more competent and confident (Hersey & Blanchard, 1969)..
I would like to become better and managing conflict (a particular feature I would like to develop as a leader nowadays) as I believe this would overall contribute to better decision making, better relationships and working atmosphere. I am planning to enrol in LinkedIn courses that relate to conflict resolution and negotiation.
Moreover, I want to maintain an awareness of generational differences in the workplace, especially with a growing number of millennials and Gen Z. With an increased understanding of their perspectives and preferences, I anticipate being able to lead more effectively across generations. I plan to read more about this and also seek out opportunities for intergenerational informal mentoring within my organisation (Deal, Altman, & Rogelberg, 2010).
In order to expand my own perspectives as a leader, I plan to further my understanding regarding this topic through reading from generational scholars and psychologists. Perhaps I will discover millennials and Gen Z are more alike than different. I certainly hope so; they have much to offer. Millennials might value cooperation and flexibility more than older workers, for example, while Gen Z might more appreciate job security, good work-life boundaries and the ability to see a company through numerous mixes This diversity surely calls for a diversity in management styles. I hope to learn more about the preferences of future coworkers and managers, so that I might tailor my leadership approach to their specific needs. Intergenerational mentoring, which I intend to engage in with colleagues at my own organisation, both as a mentor and a mentee, could deepen that insight and promote mutual understanding (Twenge, 2023).
The quality of communication is a key factor to successful leadership. To enhance the communication behind my leadership, I have developed the habits to become an active listener, express opinions in obvious way, concise and transparent. Not only sharing information out of my leadership but also accepting feedback from my followers. That is why I am proactively taking all operators to a monthly communication workshop with coaching from leadership specialist and I would also welcome for my colleagues and friends to give me feedback about my communication mistakes. For example, one thing I can do is, in a team meeting, reading out aloud key points from other comments or reports and checking for understanding that everyone has the same understanding with each other (Rost & Wilson, 2013).
To enhance the workplace environment and keep the team motivated, I would like to make every effort to recognise and appreciate team achievements and professionalism, provide professional feedback and encourage professional development of the team. Firstly, implementing a ‘peer recognition’ program can encourage team members to start acknowledging each other’s contribution, so the idea of reward can be more objective, and it helps to create a pleasant working environment and more motivated employees. For example, I will advocate organising a team recreation program to allow staff to spend some quality time together, experience and enjoy. I will also encourage people to give public appreciation to their colleagues for their work. Secondly, professional development plays a crucial role in growing team members into well-rounded and outstanding professionals. Therefore, I will support people to attend an industry conference or pursue further education to tighten their knowledge on the technical side. This will ultimately add values to driving creativity and productivity of startup (Kouzes & Posner, 2023).
To ensure continuous learning, I would like to set a specific, measurable, achievable, relevant and time-bound (SMART) goals. This would help me track my and my team’s progress and maintain a steady development path. For example, the SMART goal for conflict management can be: By the end of the next quarter, I will mediate at least three team conflicts via techniques I learnt from LinkedIn courses and give feedback to the parties involved to gauge the outcomes (Doran, 1981).
Feedback is crucial for growth. I will ask others (peers, mentors, team members) for feedback on a regular basis, to identify personal strengths and opportunities for growth (Schön, 2017). By regularly keeping a reflective journal to dig deeper into the meaning and gaining insight from my experiences, I will then methodically apply lessons learned to my work and future situations. As an example, after the completion of a significant project, I will schedule a team-based reflective session to engage the group in an open discussion on: ‘What went well?’; ‘What could we improve next time?’; and ‘How will we apply the lessons we learned?’
[bookmark: _Toc172282224]Conclusion
In summary, the leadership module presented the several theoretical and practical opportunities relating to different type of leadership (Northouse, 2019). During this process, reflecting the introduced new concept has highlighted the gaps and learning points, either for a personal or a professional capacity. Thinking about the relevance of the topic into the context of this program, ideally, I must learn those more and explore more to make improvement for myself. Taking learning point on the participative leadership style the relevant personal experience which could be applied and the situational leadership (Hersey & Blanchard, 1969). Initially it is important for effective and good leadership to have good understanding of handling emotional intelligence appropriately. There are skills and attributes that particularly aid certain leadership styles for instance, the charismatic or the authoritarian leadership. The situational leadership, an effective style yet challenging most importantly ideal for the organizational culture. The autocratic leadership style is more appropriate for managing more conflicts. It seems hard on one side to apply for all and largely depends on the group being leaded not only the personal experience but also the style of these techniques (Jaafar, et.al, 2021).
Overall, personal commitment to apply this knowledge for continuous learning and adaption requires future steps to facilitate to become effective and more appealing leader and inspiring them for more positive and productive outcome. My aspiration relates to assist my fellow workers to achieve their full potential.
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