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Introduction

Organizational management as an art and a science has attracted a great deal of studies from intellectuals who seek to understand the best way to succeed in a management role. Consequently, the field has seen a huge volume of literature produced by different researchers aiming to develop concepts, ideas and theories of management. Some of the theories are superior to others while some have seen more practical use than others (Wood and Bandura, 2009). Nevertheless, they all have their advantages and disadvantages depending on numerous factors that determine the success of an organization. One of the theories that have developed in the literature on management is the trait theory of leadership. The basic concept in this theory is that leadership is a skill in which some people have a natural advantage over others. This advantage, according to the theory is inborn in the sense that there are people who have inborn leadership skills that make them more natural and competent leaders. In brief, the theory argues that leaders are born, not made, and that there are people who are born leaders (Wynn, 2013). This report aims at critically evaluating the theory with the goal of understanding its strengths, weaknesses, uses and relevance in today’s organizations.
[bookmark: _Toc99898008]Brief background of the Trait Theory of Leadership

The theory was developed by Thomas Carlyle in the 1840s. The philosopher was heavily invested in leadership and the qualities that made a good leader. Carlyle was also interested in teaching his ideas as evidenced by the series of lectures he gave on leadership in the 1840s that later became the trait theory of leadership. In the lectures, Carlyle gave examples of great leaders in history such as Alexander the Great, Mohammed, and Shakespeare among others. He observed that all the great leaders in history had common traits that made them attractive and persuasive to their followers. He further posited the supposition that these traits were inborn and not acquired through lifetime (McGuire, 2004). The trait leadership theory grew out of the above views and went on to be popular. One of the reasons why Carlyle developed this theory was his fascination with great leaders. He wanted to understand and teach why people who achieved great heights in leadership succeeded. 
[bookmark: _Toc99898009]The main assumptions of the trait theory of leadership

The the trait theory of leadership is based on assumptions that inform the conclusions it makes concerning leadership. One of the assumptions is that certain traits make individuals to certain behaviors. In this assumption, the theory rests its rationale on the idea that human behavior is a result of certain traits that people have. Behavior that maximizes one’s leadership qualities, according to the theory, is a result of traits that enable the individual in question to exhibit the said behavior (Chao and Chang, 2013). The second assumption that the theory makes is that all traits are qualities that human beings are born with. In this assumption, the theory stresses that all traits, those that predict leadership as well those that do not, are consequences of chance as they are assigned at birth and not learned during one’s lifetime (Nawaz and Khan, 2016). The third assumption that the theory makes is that the behavior informed by traits is consistent across different circumstances. In this assumption, the theory posits that the reactions, behaviors and thought process that an individual in a given circumstance are consistent and can be predicted under different circumstances (Brown, 2013). It is out of this assumption that the theory’s argument that a leader will behave in a manner that maximizes their leadership even under difficult circumstances because they were born that way emerges. 

[bookmark: _Toc99898010]Views and critiques of the trait theory of leadership

The theory gained popularity when it was formulated in the 1800s and continued to be poplar until the mid-1900s. During this time, it was regarded as a valid theory of leadership and commentators had positive views about the theory. One of the qualities for which the theory gained support was its agreement with the traits exhibited by great leaders in history. Since it referred to the greatest leaders in history as its evidence that leadership traits are inborn, most people found it difficult to refute (Bratton, 2020). However, in the 1940s, research on leadership and management began revealing facts about leadership that raised questions on the validity of the trait theory of leadership. Some of the earliest research projects on leadership set out to confirm the trait leadership theory’s suppositions that people in leadership have traits that set them apart from their followers (Sjoberg, 2016). Results from such research showed that people in leadership and their followers had few differences in terms of traits. The small difference in traits between people in leadership and their followers as shown in the research results proved that the theory’s assertions were to entirely true.
Another weakness that critiques of the theory have shown about it is the huge number of traits that it considers to be necessary for leadership. There are more than one hundred traits that the theory argues can be found in one leader or the other. Critiques of the theory have accused it of being too general and as result, bound to be true. From an academic perspective, the theory can, therefore, not be considered valid because it is too general to be falsified (Sjoberg, 2016). At least one of the traits in the theory will be found in one leader if a large enough number of leaders is studied, thus making it too general. Another critique of the theory is that researchers have observed that there are people with the traits listed in the theory who do not become good leaders. This observation has led to the understanding that leadership takes more qualities than inborn traits thus showing the trait theory to be insufficient in explaining leadership. The theory has also been criticized for including physical traits such as height and weight as predictors of good leadership (Ola, 2017). Critics have challenged this assertion as situational and restricted to fields where physical prowess is required such as the military. Otherwise, critics argue, such traits do not predict success in leadership as they cannot be shown to be directly responsible for a leader’s success.
          The theory has also been criticized for lack of information regarding the traits it touts as necessary for leadership. This criticism originates from the fact that traits vary in degree from one person to another (Ola, 2017). For example, charisma varies in degree from one individual to another. Therefore, merely stating that charisma is an inborn trait that makes a successful leader is not enough as further information on the relationship between the degree of charisma and the resultant success is needed. Finally, the theory has been accused of being ignorant on all the other factors of leadership (Lepeyko and Jamal, 2016). In this criticism, the theory is challenged for being too narrow in its analysis of leadership as there are numerous factors that come into play in determining the success of a leader. For example, the degree of success a leader achieves is largely dependent on the time and place they exist and lead. As leadership studies have shown, leaders that succeed under certain circumstances have failed to succeed under different circumstances. Such findings render the theory invalid because it predicts once a leader has succeeded under specific circumstances, they possess the traits needed to be a leader under any circumstances.
[bookmark: _Toc99898011]Critical Discussion of the Theory’s Usefulness and Relevance

	In today’s workplace, the trait theory of leadership has its uses and relevance. However, the theory is limited to a degree that will hereby be discussed. A modified version of the theory states that the traits in the theory do not guarantee success in leadership, however, make the individuals who own them more likely to seek leadership positions (Horner, 1997). Based on this argument, the theory can still be applied in modern day organizations as it can help managers study their workers in view of understanding which ones are more likely to be comfortable in leadership positions. Understanding which members of an organization are more likely to seek leadership positions will help managers appoint leaders with better chances of success. Moreover, the theory can be applied in modern day organizations to identify qualities that predict leadership. Managers at present day organizations can study the traits in the theory and work towards cultivating and perfecting them in order to become better leaders. Its relevance can also be seen in its utility in organizations such as the military and sports teams. In such organizations, innate qualities such as physical prowess as included in the theory are valuable and important to success. Therefore, individuals can be chosen based in such innate qualities thus proving the theory’s utility and relevance. 
	The theory’s usefulness and relevance are, however, limited by the fact that individuals who currently seek to be leaders can achieve leadership qualities and competence through leadership classes. In the present day, information on leadership is voluminous and readily available to all those who need it through the internet. Moreover, some of the traits that make good leaders in present day organizations such as knowledge in the area of concern can be acquired (Doh, 2013). Therefore, the assertion that a leader is born with the traits that make them successful can be proven to be false in modern organizations. Another reason why the theory can be irrelevant to modern day organizations is that meritocracy has grown to be an integral part of organizations. In the interest of maintaining fairness, organizations view fair allocation of promotions as one of the ways to achieve the same. In light of this, modern day organizations are more likely to grant positions of leadership to individuals who have worked to deserve them rather than those who were born with traits that may make them successful leaders. Moreover, modern organizations are characterized by the need to learn and adapt to changes in the business environment. As a result, the theory will restrict them to set qualities and views if they follow its tenets to choose a leader. Therefore, the theory cannot work in organizations that need flexible leaders such as those found in the tech industry like Google and Apple. 


[bookmark: _Toc99898012]Practical examples of the theory’s relevance and irrelevance

In a new team setting, the trait theory of leadership can be used to choose the team leaders. New teams are formed of individuals with personality traits that guide them to assume separate roles for the team. However, new teams need leadership more than experienced teams as they have members who are still unclear on their roles. In such a scenario, the creator of the team can study the team members and choose the individual with traits that make them comfortable in leadership. Such traits include extroverted nature and leadership motivation, among others. Since such traits are easily noticeable in a person, managers in the organization forming a new team can predict that such individuals are more likely to seek leadership and hand it to them as it suits their personality traits. The team will then have an individual that is likely to relish the challenge of leadership at the beginning of the team when a good leader is needed. On the other hand, the team can mislead an organization in its quest to appoint a team leader if some of its principles are followed. For example, in the event an organization is looking for a leader to spearhead a project or lead a new branch, it will be unwise to restrict itself to the inborn traits only. For in so doing, the organization will wrongly ignore some of the candidates that have earned leadership positions through self-improvement, training and development. In such a scenario, therefore, the theory will be irrelevant and useless as the present organizations will choose the leader based on competence gained through all valid means as opposed to competence from inborn traits. 








[bookmark: _Toc99898013]Recommendations


Managers in present day organizations should use the trait theory of leadership cautiously. As the report has shown, the theory has its usefulness limited by the developments in leadership that have made making leaders possible. In its application, therefore, it is recommended that managers remain mindful of its limitations and only utilize its useful parts such as its advice on people who are likely to seek leadership positions. Moreover, organizations should take care to use the theory together with other theories that take into consideration other factors of leadership. This precaution will enable leaders get the best of the theory and avoid its other parts that have been overtaken by events. In summary, the report recommends that the theory’s utility should be restricted to specific circumstances where the organization needs the traits listed in the theory. 
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[bookmark: _Toc99898015]Reflection on the Improvement of my Critical Thinking Skills

[bookmark: _Toc99898016]Introduction 

Critical thinking skills are important for the navigation of the workplace and personal life. In this module, the topics have been focused mainly on teaching critical thinking skills for purposes of improving the learner’s ability on the same. Using the Kolb’s’ reflection model, I will reflect on my experience of how I learnt critical thinking from the module with the aim of explaining the lessons I have learnt and how I will use them in the future. The Kolb’s model is a tool design to guide learners through a reflective four-step process that involves concrete experience, reflective observation, abstract conceptualization and active experimentation (Morris, 2020). 

[bookmark: _Toc99898017]Concrete Experience

Concrete experience constitutes the actual experience a learner had during the event on which they reflect (Morris, 2020). In my case, it is the experience of learning critical thinking from the topics in this module. Personally, I had a valuable experience from the beginning of the topics to the end. I was looking forward to the module as I have always regarded critical thinking as an important aspect of my thinking processes that I need to develop. Therefore, when the module began, I was ecstatic and enjoyed the exercises that I had to do to complete it. I recall being happy whenever the tutor would assign us an exercise that was designed to introduce us to a new concept of critical thinking. My positive experience when learning the module was further boosted by the relationships I formed with my classmates and tutor. I had good relations with all people involved in the module, which served to increase my enthusiasm for the learning process. In conclusion, my experience on learning the module was great.

[bookmark: _Toc99898018]Reflective Observation

The Kolb’s model requires that one reflects on how the experience impacted them. The impact can be negative or positive in relation to the goal of the event (Morris, 2020). The learning experience I had on this module affected me positively by increasing my overall critical thinking ability. The topics in the module made me a better critical thinker by teaching me concepts about critical thinking that I was unfamiliar with before the module. I am now capable of applying different concepts of critical thinking to solving problems courtesy of the topics in the module. As I noted in the end of the module, the exercises in each module subtly guided me towards developing critical skills through the questions they posed. Therefore, completing each exercises meant I learnt something new about critical thinking. Aside from the exercises, the module improved my critical thinking skills by teaching me the actual concepts of critical thinking. The concept that taught me the most about critical thinking was that of research. When researching to solve any problem, be it at the workplace or in one’s personal life, it is vital that they approach the problem with a neutral mind. Any biases will make critical thinking impossible as they will make the individual hope for certain results thus ignore evidence to the contrary. This concept about critical thinking has improved my critical thinking skills a great deal as I now take care to remain neutral when thinking about all problems I face.

[bookmark: _Toc99898019]Abstract Conceptualization

A process or event that one experiences for the first time is bound to involve mistakes that the learner can avoid going forward. For this reason, this model requires that a learner reflects on the things they could have done better with the aim of correcting them in future experiences (Morris, 2020). In my learning experience during this module, there are mistakes I made and processes that I did not do, to perfection. One of such mistakes was the failure to practice critical thinking outside the module requirements. I depended entirely on concepts and instructions from the tutor and did not bother to take time to actively practice critical thinking. This mistake made me slow to grasp the concepts in their entirety. In the future, I will correct this mistake by ensuring that I take my personal time to practice concepts taught to me in class as this will better my learning experience by adding extra time to the schedule allocated by the school. Another mistake I made during the module that derailed me learning experience was that of failure to consult the tutor on issues I found confusing. Despite having a good relationship with the tutor, I often refrained from approaching him with problems with which I needed help. Like the first mistake, this one also slowed down the learning process as I took time to figure out the problems on my own. Moving forward, I will strive to do better in the above two areas by correcting the mistakes. I will make sure I take time to practice the concepts taught in school and approach the tutor with any problems I encounter during the modules.

[bookmark: _Toc99898020]Active Experimentation

This is the decisive step in the Kolb’s reflection model. It requires that a learner reflects on how they will be able to put the lessons learnt into use. The critical thinking skills that I have learnt from the module will be instrumental in my academic, personal and professional life. Firstly, I will use the skills in my academic life to think through concepts and problems that pose a challenge to me. Due to their transferability, the skills will serve me just as well in other modules where I will need to think and reason to achieve an answer or solution to an academic problem. Moreover, I will use the critical thinking skills I have acquired to solve problems in my professional life. Whenever there is a problem that requires a deeper understanding of its causes before it can be solved, I intend to apply critical thinking skills to get around such problems. I will approach them critically and neutrally as I have learnt and avoid introducing my personal biases to the issue. In brief, the critical thinking skills I have acquired from the topics in the module will be of help to me as they will make me a better analytical person going forward. 
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