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[bookmark: _Toc215786135]1.0 Introduction 
Change is an unavoidable aspect of every workplace, and the degree to which leadership is effective may be a determining factor in whether or not the change is beneficial or detrimental. An early employment in a childcare centre in 2010 and the subsequent creation of my own aesthetics business, Neuface Aesthetics, which was formed in 2018, are two examples of the opposing experiences of change that I have encountered during my professional path. This essay compares and contrasts these two. These two scenarios provide a stark contrast between unethical leadership and ethical leadership, as well as between resistance to change and the effective adoption of new practices inside an organisation. Both of these circumstances are presented in the context of an organisation. Through the application of several leadership and change theories, such as the Lewin change model, Kotter's 8-step model, and transformational leadership, this assignment provides a critical analysis of the ways in which leadership behaviours influenced the results of each circumstance. In the first case, the implications of a hazardous organisational culture are brought to light, and in the second example, the good leadership that may support growth, creativity, and long-term development is shown. With the use of this comparison, I am able to reflect on the ways in which these events influenced my own approach to driving change and developing an ethical, client-centred practice.
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[bookmark: _Toc215786138]My time spent working at a childcare facility known as Station Rd Creche was short in the year 2010. During the course of a placement that was planned by my college, I was responsible for duties as a junior childcare assistant. In spite of the fact that I was only there for a single day, the things that I saw represented important problems of leadership, organisational culture, and safety. It seemed as if the establishment was unwilling to adhere to the current childcare standards, and employees depended on dangerous and outmoded routines that put convenience ahead of the children's care and well-being. 
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The organization's resistance to modernise its practice or embrace child-centred techniques was at the heart of the struggle for change that occurred in this particular environment. A preterm newborn, for instance, was kept in a car seat for the most of the day rather than being held, fed in a responsive manner, or moved in order to ensure that they would sleep safely. The fact that the staff told me that I was "making a rod for their backs" and discouraged me from picking up the crying newborn brought to light a culture of emotional neglect. Toddlers were confined to highchairs for the most of the day, where they consumed food, engaged in play, and napped while staff members engaged in social activities in the kitchen. Furthermore, the staff misrepresented the children's experience by reporting to the parents false everyday activities that they had participated in. An insult was directed against an infant who was feeling anguish, and he had been compared in a negative manner to his mother. According to (Burnes, 2004), organisations often become  frozen in outdated practices, which reflects exactly what I witnessed in this setting. Cummings, Bridgman & Brown, 2015) also explain that resistance to change becomes embedded when harmful routines are normalised. These instances illustrate a company that had accepted unsatisfactory practices as the norm and had resisted the implementation of critical changes.
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The change model developed by Lewin in 1947 is helpful in gaining an understanding of this resistance. According to (Burnes, 2004), organisation’s can become "frozen" in outdated practices, which was evident in this setting, as there was little indication that they were eager to "unfreeze" themselves by challenging their existing procedures. In addition, there was a lack of ethical leadership. (Brown, Trevino, 2006), describe how an authoritarian, task-oriented approach was the norm, one that disregarded issues of compassion, reflection and professional growth. The lack of responsibility prevented the staff from identifying the need for changes, and the normalisation of damaging behaviours meant that change was unlikely to occur without the involvement of an outside party. 
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In spite of the fact that I was young and working in a junior position, I was aware that the workplace was hazardous. Following my departure from the placement, I raised the issues with my college, and they were then brought to the attention of the appropriate authorities. According to (Brown, Treviño, 2006), ethical leadership is demonstrated through integrity, accountability, and actions that protect vulnerable individuals, which reflects the motivation behind my decision to report the concerns despite lacking formal authority. Within the context of this discussion, (Near, Miceli,2005) explain that whistleblowing typically occurs when an individual feels a moral obligation to report wrongdoing, particularly when safety is at risk. Acting as a whistleblower is therefore consistent with ethical leadership theory. The fact that anybody may begin change when there is a threat to the safety of others is another demonstration that leadership is not restricted to those who are in administrative positions.
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At that moment, I acknowledged that the procedures I saw were deeply wrong; nonetheless, I lacked the confidence to confront the staff immediately. This caused an overwhelming internal struggle, as I saw that my silence at the time was a disservice to both myself and the children. The warning to avoid from picking up or comforting a crying infant violated my whole understanding of childcare and the responsibilities associated to the profession. Throughout the day, I contemplated the impossibility of returning to an atmosphere where such detrimental regulations were seen as normative. As a mother, I could not imagine my own daughter enduring the treatment I saw, which heightened my uneasiness and feeling of obligation. These sentiments finally pushed me to report the incident to my school, explaining that I could not return or participate in an environment that functioned in such an immoral and hazardous way. This perspective highlights how my own principles and ethical judgement motivated me to act, despite my initial lack of confidence to voice my concerns. This aligns with (Brown, Trevino, 2006), view that ethical leadership is grounded in personal values, moral conviction, and the willingness to act when confronted with wrongdoing.
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Upon leaving childcare, I undertook retraining in beauty and aesthetics, significantly engaging in professional growth. I travelled to Liverpool, Newcastle, Southampton, and London to get advanced training in aesthetics and semi-permanent makeup. In 2018, I established my own clinic, Neuface Aesthetics, which continues to thrive. This signified a significant personal and professional transformation, shifting from employee to owner and adopting complete responsibility for the standard of service, client relations, branding, and growth of the business. This shift reflects elements of transformational leadership, which as (Northouse, 2019), explains involves personal growth, developing a clear vision, and motivating oneself and others through purpose and direction.
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The transition included developing a professional identity, creating a client base from starting point, establishing policies and procedures, establishing high standards of care, and managing the ethical and legal responsibilities of aesthetic practice. I established modern booking systems, used evidence-based strategies, and created a client-centred culture, contrasting sharply with my previous experiences in the childcare environment. According to (Cameron, Green 2020), establishing clear systems, procedures and expectations is essential for shaping effective organisational culture, which reflects the process I implemented within my clinic. (Grojean, et al. 2023) also emphasise that ethical and client-focused cultures and developed through consistent leadership behaviours and clear professional standards. Aligning with the values I prioritised in my business. My leadership position included ongoing education, adaptation to market trends, and the development of a solid long-term vision, which includes the expansion into a bigger studio where professionals from a variety of fields can rent space. 
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Kotter's (1996) 8-step Change Model offers a definitive framework for understanding the success of this transformation. (Abocejo, Laig, 2021) highlight that Kotter’s structured stages help organisations build momentum and maintain progress during complex change, which reflects my experience of developing my business. I created a sense of urgency by identifying a need in the local market and the demand for high-quality, ethical aesthetic services. I formulated and articulated a distinct vision, enabling me to act and overcome challenges. (Pollock, Pollock, 2014) argue that clear communication and a consistent vision are central to Kotter’s model, which aligns with the strategies I used when promoting my clinic and establishing my professional identity. Every successful milestone, including finishing training, founding the studio, and establishing a reputation, functioned as a “short-term achievement,” sustaining the transformation. (Shafiq et al. 2012) emphasise the importance of these short-term wins in reinforcing motivation and demonstrating early progress, which was pivotal during the early stages of my business. This resonates with transformational leadership theory, since my drive, enthusiasm for the industry, and dedication to excellence contributed to fostering a good organisational culture.
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Establishing my own aesthetics clinic had several hurdles, especially since I operated independently and was accountable for every aspect of the business. The financial commitment necessary for advanced training, equipment buying, and clinic establishment was major, and as the sole owner, more capital was invested in the business than was generated during its early stages. This meant I had to prioritise stock, budgets, and key resources wisely. In addition to financial demands, I had to oversee customer bookings, implement clear procedures, and successfully market my services. Social media marketing is a significant challenge since maintaining visibility inside the algorithm requires continuous posting, interaction, and relevancy. In the aesthetics profession, customers often choose practitioners based not just on recommendations but also on internet presence, follower popularity, and perceived activity; managing this with client appointments proved to be challenging. (Sohal, Waddell.1998) note that such pressures and uncertainty are common during periods of organisational change, particularly when new systems or expectations must be established. I had to manage the strain of modifying my pricing to be competitive, which sometimes induced uncertainty and doubt. Moments of self-doubt, impostor syndrome, and burnout have become common partly because of extended hours, demanding weeks, and the burden of sole responsibility. According to (Givens, 2008), transformational leadership often develops through overcoming personal and professional challenges, which aligns with the resilience I began to build. (Stewart, 2017) further explains that transformational leaders grow by adapting to difficulties, strengthening their purpose and commitment over time, which reflects my experience during this period. Nonetheless, confronting these challenges eventually strengthened my resilience, leadership skills, and commitment to establishing a professional, ethical, and client-centred practice.
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The change succeeded due to its foundation in purpose, ethical values, and ongoing professional development. (Brown, Treviño, 2006) emphasise that ethical leadership is rooted in integrity and fairness, which aligns with the standards I prioritised when establishing my clinic. In contrast to the childcare setting, where leadership did not establish a safe or reflective environment, I actively promoted high standards and established trust with clients. My leadership approach, which is adaptive, client-focused, and driven by personal growth, has contributed to the business's ability to not only survive but also thrive. This aligns with transformational leadership principles, as (Pillai, Watson and Eisenbach,1999) explain that transformational leaders inspire change through vision, motivation, and the development of a strong organisational culture. (Cameron and Green, 2020) also highlight that long-term sustainable change is achieved when leadership consistently reinforces values, vision, and professional development, which reflects the ongoing practices I implemented in my business. This contrast illustrates the capacity of effective leadership to transform an organisation and promote long-term sustainable change. 


[bookmark: _Toc215786149]4.0 Comparative Analysis of the two Experiences
Comparing these two experiences shows the significant impact of leadership on organisational culture and outcomes. In the childcare setting, leadership exhibited passiveness, unethical behaviour, and resistance to improvement. Unacceptable practices had become normalised, leading to a discouragement of innovation and compassionate behaviour among staff. (Cummings, Bridgman, Brown,2015) argue that when harmful routines become embedded within an organisation, meaningful change becomes increasingly difficult, which accurately reflects the culture I encountered. The Lewin’s model demonstrates that meaningful change is reliant on the “unfreezing” of damaging routines, and (Burnes,2004) notes that organisations often remain frozen in outdated and harmful practices, exactly as seen in the childcare environment. In contrast, the development of my aesthetics clinic illustrates how proactive and values-oriented leadership can promote effective change. (Kotter’s,1996) model reinforces the importance of clear vision, communication, and momentum, all of which supported my transition into business ownership. (Pollock, Pollock, 2014) further emphasise that maintaining consistent communication and reinforcing short-term wins is central to sustaining progress, which reflects the strategies I implemented. Ethical leadership serves as the most significant point of contrast. In the childcare setting, unethical behaviour was permitted and even promoted, resulting in an unsafe environment for children. (Brown, Treviño, 2006) highlight that ethical leadership is rooted in fairness, accountability, and protecting the vulnerable, reinforcing why the absence of such leadership in the childcare setting had harmful consequences. In my business, ethical principles underpin every decision, ensuring transparency, safety, and a focus on client-centred care. (Pillai, Watson, Eisenbach,1999) explain that transformational leaders inspire positive cultural change through vision, motivation, and integrity, which aligns with my leadership style in developing the clinic. The contrasting experiences have informed my awareness of effective leadership and highlighted the significance of continuous learning, adaptability, and accountability.
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This assignment has demonstrated how leadership and change are shaped by organisational culture, ethical practice, and the behaviours of those in positions of responsibility. By comparing my experience in the childcare setting with the development of my aesthetics business, it becomes clear that leadership profoundly influences outcomes, wellbeing, and the capacity for positive transformation. In the childcare environment, harmful routines, unethical conduct, and a complete absence of reflective leadership created resistance to change and placed vulnerable individuals at risk. Lewin’s model and the work of scholars such as Burnes and Cummings highlight how such environments remain “frozen,” making meaningful improvement unlikely without external intervention. In contrast, my journey within the aesthetics industry illustrates how proactive, ethical, and transformational leadership can drive successful organisational change. Kotter’s model provides insight into how a clear vision, consistent communication, and ongoing progress supported the establishment and growth of my clinic. Ethical leadership principles and transformational leadership theory further reinforce the importance of integrity, personal development, and client-centred values in sustaining positive outcomes. Reflecting on these contrasting experiences has strengthened my understanding of effective leadership and highlighted the importance of adaptability, accountability, and continuous learning. It has shown that leadership is not dependent on formal authority but can emerge through moral courage and a commitment to improvement. These insights will continue to inform my professional practice as I work towards expanding my business and fostering an environment that prioritises ethical standards, high-quality care, and long-term sustainable growth.
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