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[bookmark: _Toc159602169]Introduction
Through this reflective journey, leadership theory and practice are scrutinized in the context of "Emergent Leadership Skills" module. The completion of the objective of the model will prove the multiple aspects of leadership styles and their practical experiences. The systematic plan supports self-reflection and thus it allows one to see the gap between one’s leadership style, work environment and workplace dynamics. This reflective process combines both theoretical and practical aspects, which is intended to develop an adaptive, result-oriented leadership style, which can be used as a tool to overcome the impeding aspects of the managerial system of nowadays.

[bookmark: _Toc159602170]Part 1:
[bookmark: _Toc159602171]Introduction
The leadership in an organization is the determinant of the success and agility of the organization amid the changing climate of modern business. Leadership, sometimes used equally with management, is a multifaceted notion consisting of administrative skills, interpersonal skills, and theory of knowledge. Robbins and Coulter (2019) have highlighted the fact that leadership is not just the managerial function of performing administrative tasks, but it goes beyond to the realms of motivating and inspiring people to collectively achieve targets. 
The theoretical approach to leadership is characterized by the richness and diversity of its approaches, which include traits, behavioral, situational, and transformational approaches. Different approaches offer a unique viewpoint on leadership phenomenon and their successful implementation, which shows the intricacy of leading a person and a team. The report concludes the multiple perspectives and reveals the complicated dynamics of task and relationship leadership, leadership traits, and leadership skills.
In addition, leadership theories are becoming untangled with more complexities, and so it becomes necessary to understand the role of social and cultural factors which also influence the theories. Personal differences, which consist of generational gaps, gender diversity, political spheres, religious affiliation, and family relations are known to have an impact on the effectiveness of leadership styles. The main purpose of the present report is to explain the Theory X, Y, and Z leadership models and to analyze their effectiveness in small businesses under the current socio-economic conditions.




[bookmark: _Toc159602172]Theory X, Y & Z Leadership
[bookmark: _Toc159602173]Leadership theory
Theories X, Theory Y, and Z are leadership theories that differ in their views towards employees and how leaders perceive them. These theories enable managers to understand and examine the assumptions and beliefs they hold about their team members and the impact this has on organizational leadership.
Theory X
Theory X developed by Douglas McGregor in the 1960s, posits that employees are inclined to dislike work and would avoid it if it possible (Hajiali et al., 2022). It reflects a mindset where individuals seek direction, lack ambition, and prioritize security over responsibility. In the Theory X leadership style, managers are more likely to adopt an authoritarian approach, closely monitoring and controlling employee actions. According to this theory, rigidity and strict rules are deemed essential for organizations to achieve their goals.
The Theory X approach is often characterized by leadership in the transactional style, implying that leaders focus on accomplishing tasks and establishing a structured work environment. Decision making is centralized, and communication is mostly top-down, a prominent feature of hierarchical organizational structures. The first supposition is that people are motivated by external factors, say, rewards and punishments. This technique may be effective, especially in the cases where high control is needed, but it may lead to employees being less motivated and creative due to the low autonomy (Ingsih et al., 2021).
Theory Y
On the contrastingly, McGregor introduced Theory Y which suggests that work is as natural as play or rest for people. As per this theory, laziness and lack of ambitions are not inherent to employees; rather they are self - motivated and can be assigned jobs. The situational leadership theory views the employees as good-natured, therefore trusting their employees, encouraging their creativity, and believing in the fact that work for them is an intrinsically pleasant activity. This is a participatory leadership model that downplays hierarchy. It is an organizational culture driven by involvement and input from the employees.
Unlike Theory Y, transformational leadership style believes in employee development and motivates people from within. In Theory Y, leaders come to prevalence in an environment where teams are an indispensable part and employees are encouraged to be creative and solve problems together. This approach to the organization creates a setting of ownership and responsibility that in consequence leads to higher job satisfaction and improved organizational commitment. Also, it may need the management policy and main expenses in the employee training program to be changed (Kim et al. 2020).
Theory Z
Theory Z, developed by William Ouchi in the 1980s, integrates of Japanese management principles with McGregor’s theories. It assumes that a company’s staff is cooperative and can thrive in a challenging environment. Theory Z emphasizes long-term employment, employee’s decision making and a sense of belonging to the organization. Combining elements of both Theory X and Theory Y, Theory Z underscores the importance of structure and discipline while also prioritizing employee well-being and job satisfaction.
In Theory Z, the concept of a working environment that strives to achieve a balance between the interests of the employee and that of the organization was introduced for the first time (Kwan et al., 2020). Leaders who implement Theory Z know the essence of relationships in the workplace and engage workers to generate a sense of community and shared values. This could be done by facilitating long-term employment, involving employees in decision making, and creating a culture of collective well-being. Despite Theory Z emphasizing a supportive environment, it may come across difficulties if the environment shifts and may not be suitable for all the industries and cultures.
These three theories illustrate a continuum of leadership styles, ranging from authoritarian (Theory X) to participatory and inclusive (Theory Y and Theory Z). Each theory is grounded in a particular theory of human nature and motivation, shaping how leaders design their organization and interact with their team (Lin et al., 2020).
[bookmark: _Toc159602174]Compare and contrast
Leadership theories X, Y, and Z are leadership models that reflect different approaches to management and employee motivation. Although the theories are distinctive, they share common elements and differ in their underlying assumptions and applications.
Similarities
Leadership Style Influence: Both Theory X and Theory Y advocates who assume different management styles based on their assumptions about human nature. Theory Y assumes that individuals are self-motivated, self-directed, and respond positively to responsibility, while Theory X states that people are inherently lazy and need to be closely monitored (McCauley et al., 2021).
Organizational Performance: Both Theory X and Theory Y emphasize the impact of leadership on organizational performance. Leaders recognize that the chosen management style significantly influences the productivity and happiness of their employees (McCauley and Palus, 2021).
Contextual Relevance: Both leadership theories consider the importance of adapting leadership styles to different situations. They realize that there is no universally effective leadership style and that is suitability of a particular style depends on such factors as the nature of the task, the organizational culture, and the qualities of the workforce (Morris, 2022).
Differences
Basic Assumptions
Theory X: Assumes that people are, in principle, unwilling to work, nonchalant and have no ambition, and that they like to be told what to do.
Theory Y: Takes for granted that people are job - seeking, self - motivated and ready to be responsible (Muff et al., 2020).
Managerial Approach
Theory X: Advocates a more authoritarian and controlling managerial style, with enhanced supervision and coercion being the focus.
Theory Y: Is a proponent of participative and collaborative style of management emphasizing empowerment, delegation, and trust in the employees (Northouse, 2021).
Employee Motivation
Theory X: Puts emphasis on external rewards and punishments for employees to motivate them.
Theory Y: Believes internal motivators like personal growth, recognition, and job satisfaction can make people work well (Nyanhete, 2023).
Communication and Decision-Making
Theory X: Usually depicts a hierarchy where the top-down communication style and centralized decision making prevail.
Theory Y: Provides open communication and decentralized decision-making for distributed knowledge mobilizing (Senarathne, 2020).
Merits and Demerits in Various Contexts
Merits
Theory X: It may happen to be used for the times that specific strictness is required, for instance, during routine and repetitive tasks.
Theory Y: Provides a positive work environment, stimulates creativity, and ensures employee progress (Siangchokyoo et al., 2020).
Demerits
Theory X: Can lead to a situation where employees stop accepting, rejecting, and losing their creativity.
Theory Y: The drawback of the approach is the tendency to underestimate its optimistic side, thereby failing to address those cases where a more directive approach is required (Solinger et al., 2020).
Theory X, Y, and Z comparisons and contrasts illustrate the various styles of management, underlining the importance of fitting managerial approach to the specific needs of the organization and its employees. Each theory offers a contribution to the understanding of leadership styles; however, the success of a certain style depends on the interaction of organizational factors and individual characteristics (Touma, 2021).
[bookmark: _Toc159602175]Real – life examples
Theory X Leadership
Hyperoptic, under a Theory X leadership style, would likely have a hierarchical management structure in which decision- making is centralized and employees are closely monitored. For instance, managers can create strict rules for working hours and consistently monitor employees' performance. This approach can create a systematic and productive work environment (Verma et al., 2022).
Furthermore, according to Theory X management, there is a perception that employees are inherently lazy, or they are not ready to be responsible. This perspective may be a lack of opportunities for skills development and authorization development. Employees may feel undervalued, often contributing to a high turnover rate and low morale within the organization (Wangdi et al., 2022).
Theory Y Leadership
The Hyperoptic company may adopt a Theory Y leadership style and the supervisory authority may also employ a participatory approach, resulting in a culture of collaboration and inclusiveness. For example, employees could be part of the decision-making process, thereby fostering a sense of ownership and increased motivation (Ahmad et al., 2021). This technique may lead to invention and innovation that give companies with the opportunity to stay ahead in the fast-changing telecommunications industry.
However, a challenge that arises in Theory Y is that of autonomy and control. Leaders must not only delegate the responsibilities to their employees but also guide and supervise them. If this aspect is not addressed, the organization might lose direction, and the employees will feel like they are without a compass, and soon the business will lose its competitive advantage (Bakker et al., 2023).
Theory Z Leadership
The company Hyperoptic will be based on the Theory Z leadership model and will focus more on long-term employment, employee loyalty, and a strong corporate culture (Yang and Wei, 2018). This could produce a workforce that is stable with a firm grip of the company’s values and vision. This is the main reason for job security and the closest unity in the company's prosperity.
However, at Hyperoptic, Theory Z has a problem with change resistance (Benmira et al., 2021). In a fast-changing telecom industry, following the conventional way of doing business could be a bottleneck for the company in keeping pace with advancing technology and changing consumer habits. Moreover, an excess of conformism can destroy individuality and creativity.
In a nutshell, the leadership approach of Hyperoptic may be applied in the hierarchical and controlled setting (Theory X), in the collaborative and empowered one (Theory Y), or in a stable company with a rich culture (Theory Z). The decision will be made upon the company’s objectives, the dynamics of the industry and its ability to blend into the future telecommunication environment (Bushi, 2021).
[bookmark: _Toc159602176]Cultural and Personal Differences
There is no standard leadership model that can be applicable across cultures and individuals. The model must be adapted to fit cultural and individual variations. X, Y, and Z’s theoretical perspectives are distinct, and they can be viewed in the perspective of generational dynamics, gender, equality, politics, religion, and family.
Generational Dynamics (Gen Z/Millennials):
Properly understanding and managing the upcoming generations of young people, such as Gen Z and Millennials, is the way to success in modern business (Daneshfard et al., 2020). Theory Y results in the alignment of the values and assumptions of the parties. People who search for autonomy, purpose and meaningful work are the ones that Theory Y focuses on. These qualities are motivated by the employees' needs, empowerment and involvement in decision making. However, Theory X, which is built based on disliking work and the need of control, might be not in accordance with the preferences of those younger generations.
Gender and Equality:
In the context of gender and equality, Theory X might be unwittingly perpetuating gender stereotypes and hierarchical structures. It also suggests that women being forced to work in leadership positions might lead to stereotypes that women leaders would not like. Theory X, while it is the opposite to Theory Y, as it believes that participation and collective leadership are the way to go, as it promotes equality and diversity. Theory Z, which advocates collective decision-making and consensus building, is in line with the creation of an inclusive and equitable work environment (Gardner et al., 2021).
Politics
Political ideology and group membership can be decisive factors as to whether a person does a particular type of work and how the work is done. Theory X is much more controlling and coercive; hence, may not align well with self-directed and independent employees who express different political views. Theory Y, which is based on its cooperative and participatory nature, is probably the most adaptable for a multi-faceted political environment, as it emphasizes collaborative and unified behavior. Similarly, Theory Z which focuses on collective decision making, can be applied to different political views (Gentsoudi, 2022).
Religion and Family
Theory X, the authoritarian approach, may not be appropriate for controlling the religious and family activities of staff. On the other hand, Theory Y, the flexible approach that considers work-life balance and the welfare of the employees with religious commitments or family matters, is the opposite side of the coin. Collectivism and consensus are the main features of theory Z, and this might be useful in a culture that can cope with different religious beliefs and family structures (Golensky et al., 2020).
Lastly, the right leadership theory is the one that works best in all situations considering cultural and personal differences. The best workforce diversity will be achieved if a balanced hybrid style which combines some Theory Y and Z elements is used as a leadership approach. Managers should maintain flexible leadership styles and remember that individuals might not react in the same way due to cultural and individual diversity. Leaders should be competent to handle the diversity of differences and play a part in building up the more productive and inclusive office (Güntner et al., 2021).
[bookmark: _Toc159602177]Situational or Contingency Leadership
[bookmark: _Toc159602178]Introduction to Contingency Approaches
Contingency models of leadership suggest that the effectiveness of leadership is dependent upon situational factors. Thes leadership approaches acknowledge the dynamism and admit that there is no stereotype for leading an organization (Carlos Pastor and Mayo, 2008). The three main contingency approaches are the path-goal theory, LPC approach, and transformational leadership.
The path goal theory asserts that effective leaders adapt their style according to the situation at hand and the type of people involved. This approach focuses on clarifying the path to goal attainment, providing support, and eliminating barriers to boost motivation and satisfaction (Hajiali et al., 2022).
The LPC approach, was first proposed by Fred Fiedler, considers that leadership effectiveness is determined by the fit between LPC score of leaders (indicating task-oriented or relationship-oriented leader) and the situation’s favorability. 
[bookmark: _Toc159602179]Transformational Leadership is based on the principle of inspiring followers to achieve the very impossible (Ingsih, Badii, & Khan, 2021). The transformational leadership style is that which the leader changes compared to their initial style as time goes by, so granting followers the freedom and promoting creativity in them thus inspiring them to realize their full potential.
These types of contingency methods concentrate on the leadership value being flexible and adaptive, in such a way that they change the style of leadership according to the need of the situation and the diversity of individual team members' traits. This essay will, afterwards, discuss the crucial importance of contingency theories in practical life, and examine the current issues that stand in the way of British business leadership (Kanat-Maymon et al., 2020).
Impact of Current Issues on UK Businesses
The landscape of the UK companies’ industry has been drastically reshaped in recent times by numerous issues on the global interments, economic and geopolitical shifts. This statement suggests that leadership should be examined across the spectrum of dimensions and adaptive ability is necessary.
COVID-19 Pandemic
The UK has a very difficult problem on its hand with the COIVD-19 pandemic. The realities of lockdowns, disruptions of supply chain and remote working orders have necessitated leaders to come up with more agile strategies. Good leaders they have observed are clearly empathetic, can communicate well when necessary and they know how to make the right decisions and fast to ensure their business runs (Kim et al., 2020).
Brexit Uncertainties
Brexit and the uncertainties surrounding it have brought alterations in trade regulations and the supply chain dynamics. Entrepreneurs had to deal with new trade barriers, tariffs, and customs measures. Successful leaders are the ones who have been able to transform with the changing regulations, create new partnerships and find alternative markets (Kwan et al., 2020).
Flooding and Natural Disasters
Business operations, especially in vulnerable areas, have been greatly disturbed by environmental problems like floods. Leaders will have to incorporate sustainability, recovery plans and resilient infrastructure into their practices so that the impact of natural disasters on operations will be reduced (Lin et al., 2020).
Global Conflicts and Wars
Geopolitical tensions and disputes, whether they are regional or global, could have a big impact on business, especially affecting supply chains and destabilizing the market. Handling the risks that may be caused by geopolitical events is a major part of the leader’s tasks, to avoid any disruptive activities during the processes in a rapidly changing world (McCauley et al., 2021).
Cyber Attacks
Relying more and more on digital infrastructure, cyber-attacks become a serious risk for companies. Leaders need to put cybersecurity first, take robust measures, and train their staff to protect sensitive information and to retain the trust of customers and stakeholders (Morris, 2022).
Artificial Intelligence (AI) Integration
AI technologies have quickly been adopted by industries and changed the way of work, increasing efficiency but also bringing challenges such as job displacement and ethical issues. Leaders should address the ethical aspects of AI, reskill their teams and develop a strategy for staying competitive by deploying these technologies (Muff et al., 2020).


Inflation and Economic Challenges
The profitability of businesses is being affected by economic issues, for instance, inflation, the fluctuation of currency values and rising prices. Prudent financial management, cost-saving methods, and diversification techniques are all employed by the great leaders to overcome economic uncertainties (Northouse, 2021).
Zero-Hour Contracts
The existence of zero-hour contracts in the workforce creates challenges in the motivation, engagement, and retention of employees which is a widespread problem (Blake and Mouton, 1985). It is up to the leaders to develop a culture that is committed and productive while allowing for flexible ways of working.
In the middle of these challenges, leaders should also understand the dynamic nature of their environment and, as a result, adjust the leadership styles to the environment as well. The ability to flex between task-oriented and relationship-oriented approaches becomes important for British business to respond to the changing and diverse challenges they are facing (Verma et al., 2022).
[bookmark: _Toc159602180]Organizational Example
The UK-based telecommunications services provider, Hyperoptic, faced a significant problem to deal with during the COVID-19 outbreak. The instant replacement of the onsite work with teleworking, which was accompanied by the more intensive use of telecommunication services, created an environment with both opportunities and threats. The leadership effectiveness during the period gives an idea of the contingent leadership response (Nyanhete, 2023).
In fact, Hyperoptic had been flexible, and they understood that there would be a need for adjustments as the situation kept changing. The leadership team, under the CEO, is the leader in using Path-Goal Contingency strategy. The pandemic presented uncertainties to the firm, and the leaders tried to be a guide to employees to enable them to achieve their goals while the company objectives were also met (Senarathne, 2020).
The CEO applied the transformational leadership style in which he shared a clear and compelling vision to employees who were reminded of their role in the company, which is to enable connectivity during the global crisis. This way of working turned out to be very suitable for the workforce, and this led to the birth of a sense of purpose and commitment (Siangchokyoo et al., 2020).
However, leadership response was not as perfect in some aspects. The company had to face the issue of the centralized decision-making process that hampered the pace of the organization's adaptation to the changing environment (Sethuraman and Suresh, 2014). It emphasized on this point, though, the insufficient foresight in their contingency planning. The beginning leadership team was more task-oriented, which led to the lack of attention to the necessity of maintaining strong interpersonal relationships among the workers in a virtual workspace. As a result, a short period of employee dissatisfaction and disengagement occurred (Touma, 2021).
This example shows how leadership styles fit with the contingency theory. The initial centralized decision-making represents the Theory X trait, and the subsequent move towards the collaborative and transformational style is in accordance with the Theory Y and Theory Z. It was the blend of task-oriented and relationship-oriented leadership that saved our company from the brink of failure during the pandemic (Verma et al., 2022).
To conclude, the way Hyperoptic reacted to the COVID-19 crisis proves that crisis leadership is paramount. It does emphasize the fact that leaders’ styles adapt themselves to the circumstances and deal with both tasks and people. Utilizing a blend of task-oriented and relationship-oriented leadership styles, which were grounded on the path-goal theory, the organization managed to overcome hindrances and succeed in a dynamic environment (Wangdi et al., 2022).
[bookmark: _Toc159602181]Conclusion
In conclusion, the style of leadership that is recommend flexible style which is a combination of the elements of Theory Y and transformational leadership that can help in the management of small businesses. This model of leadership is suitable for the socio-economic system that values employees as the key element of the organization and is focused on constant change. Although Covid, Brexit, and technology have become the new normal, it remains very important to have leadership. The theoretical knowledge, the practical illustrations and the cultural sensitivity create a leadership decision-making approach that is effective. The people-oriented and strategic leadership style is the most effective in that setting, where the business environment is rapidly changing.


[bookmark: _Toc159602182]Part2:
[bookmark: _Toc159602183]Introduction
The reflective journey I am about to embark on is aimed at critiquing and incorporating the lessons learned from the Emergent Leadership Skills module which discusses various leadership traits and styles. As a template for my reflection, I have selected the Gibbs Reflective Model, a cyclical and systematic method that encourages self-examination. The key focus is not only on mastering the theoretical part of the module but also on the application of these theories as they relate to my own leadership style and workplace practices.
Reflective exercise is not only an academic initiative; it is a self-introspecting process that will enable us to examine our emotions, problems, and realizations that accompany the learning process. In the paragraphs that follow, I will go through the stages of the reflective cycle of Gibbs to obtain descriptions of the topics taught, my feelings during the learning journey, the evaluation of the impact of these concepts on my perception of leadership, and the analysis of how this new knowledge fits with my previous work experience.
This reflection aims to point out the areas I find most practical and useful to my future work life. The path is disintegrating, and the learned lessons will be the compass that directs the leadership way to a more knowledgeable and result-oriented approach.


[bookmark: _Toc159602184]Reflection using Gibbs’ Reflective Model
[bookmark: _Toc159602185]Description
In the chapter dedicated to emergent leadership skills, we have seen the main topics and theories that illuminate concept of leadership. This module is on the major leadership qualities and styles emphasizing the idea of adaptability in today’s dynamic workplace. Several critical ideas such as transformational leadership, situational leadership and emotional intelligence were discussed in detail, highlighting the intrinsic complexity of leadership (Adeani et al., 2020).
On the other hand, a novel concept introduced was the situational leadership model which implies that leaders should change their style according to the readiness of the followers. This resonated with me because it underscored the necessity of leadership to be adaptive and flexible. The readings, especially those by the experts in the field of leadership, kept us informed about various leadership perspectives, enhancing our understanding of the whole field (Markkanen et al., 2020).
[bookmark: _Toc159602186]Feelings
As the course progressed, I experienced the whole gamut of emotions. At first, we were quite excited and interested in seeing how different leadership styles work. I was very critical reflection writing which made me more self-aware and realize the need to continue to improve myself as a leader.
Concepts and theories such as transformational leadership were attractive to me. This was the most exciting part for me, to incorporate these principles into my leadership style. The other side offers theories which are against my own beliefs or practices. But the discomfort that comes with personal growth makes me a little nervous (Hashim, 2023).
Self-reflection on past job experiences and the course questionnaires helped me to identify my weak spots as far as leadership dynamics are concerned. The priority of some leadership attributes and attributes shifted to those which were not essential before, but now appeared to be crucial in establishing a harmonious and cooperative environment.
Different concepts and the introspective process necessary for writing the reflection can make one realize that leadership is a complex issue, and this brings a sense of humility and willingness to learn more. This path has been transformative, it has framed me to redefine and adapt my leadership style.
The reflection process not only made my theoretical knowledge more colorful but also advanced my desire to apply what I know in real life. It is very exciting for me to start this process of learning and to discover the nuances of leadership, especially in the context of adaptive leadership that fits any situation (Williams et al., 2020).
[bookmark: _Toc159602187]Evaluation
After studying and analyzing the leadership skills that were developed in the Emergent Leadership Theory, I realized that some theories were more relevant to me and my leadership style than to others. The transformational leadership theory left the biggest impression on me because it is a leadership approach that considers inspiring and motivating followers on the main stage to help them reach the peak of their capabilities (Pieper et al., 2021). This really hit home to me that the team can be motivated and guided by positive feedback. Additionally, I also had some questions concerning the leadership style I observed, which initially posed a difficulty for me. However, by the end, I have come to see that there is a certain level of flexibility in the styles of leadership which is dependent on the situation.
From the leadership response I submitted for the class questionnaires, I have a different attitude. The former me was an autocratic leader, it means I preferred leadership with clear direction. However, after completing it, I found myself understanding that the idea of democratic leadership was gaining strength and I started to appreciate the concept of consensus decision-making and teamwork (Rodham et al., 2020).
[bookmark: _Toc159602188]Analysis
The process of seeing experience in new ways through the new theories is amazing. There was that time when I chose to be a directive leader, expecting efficiency. Nevertheless, thinking, I can see that there was me not taking advantage of the team in decision making, and which could have created a more collaborative and participative work environment.
Moreover, I realized I had a breakthrough in the way I perceived my personal leadership style. I also became aware that I adopted some elements of servant leadership in my mode of managing, by concentrating on the growth and welfare of team members. This observation was a critical moment in the beginning of the understanding the need to balance the approaches, and to understand the position of leadership (Ardian et al., 2019).
I now realize that the doubts and fears I had during learning, as well as the likes and dislikes, were mere means of self-development. To begin with, my fear of the complexity of some theories boosted my determination to study more to gain more knowledge. In comparison to the transformational leadership style that I have been practicing, it has been the motivating factor that persuaded me to read more on related writings which really helped me to confirm the effectiveness of this style (Hashim et L., 2023).
To summarize, both the evaluation and analysis stages of the Gibbs Reflective Cycle have helped me see the change in my leadership perception and understand how different theories are connected and when they are useful for different work situations.
This reflection process has turned out to be an effective tool in determining how my leadership philosophy and approach will change, focusing on the dynamic nature of leadership and the need to learn continually to be a good leader in different settings (Ahmed et al., 2023).
[bookmark: _Toc159602189]Action Plan
The beginning of my action plan based on the Gibbs Reflective Cycle identifies the critical areas of improvement and growth I have experienced in my leadership journey. To begin with, I would like to build my communication skills in the workplace. The communication theories and styles I learned in this class have given me insight into the importance of adjusting my communication technique to the situation and the person. Thus, the way I give out the complex concepts and adjust my communication style to meet the needs of each team member is improved.
In the second phase, I will seek to foster a more inclusive leadership style that is founded on the notions I have gained from the discussion on diversity and equality in leadership. In the light of the understanding that a diverse and inclusive environment is a valuable creation, I aim to introduce diversity and inclusion as an essential part of the team culture by creating an environment where all voices are heard and appreciated (Awan et al., 2023).
Furthermore, also explored the role of emotional intelligence in good leadership. As emotions play a significant role in team dynamics and performance, I aim at spending time building my emotional intelligence. It comprises self-awareness, empathy, and using effective ways to handle emotions in the presence of pressure. 
Another aspect that aligns with the discussions about adaptive leadership is the realization that I must improve and learn to be able to deal with the evolving nature of the work. Consequently, a significant portion of my time will be dedicated to self-directed learning, as well as to staying on the top of the latest leadership trends and participating in professional development activities. This could be attending webinars, going to conferences, and seeking mentorship from experienced managers (Williams et al., 2020).
Ultimately, I will utilize the knowledge gained through these efforts to enhance my conflict resolution competencies. I have come to believe in a theory that conflicts can be managed productively if approached through a conflict management framework, that will help me solve conflicts in a right and positive way and build the work environment as a cooperative one. This means that you need to be involved in conflict resolution workshops and seeking mentorship from leaders who know how to deal with difficult organizational dynamics. In conclusion, the plan is devised to transition from theoretical knowledge to practical skills, making me a more dynamic and effective leader (Pieper et al., 2021).
[bookmark: _Toc159602190]Conclusion
I have explored the development of emerging leadership skills, and the application of Gibbs Reflective Cycle, and this has been an exciting journey where theory and self-awareness have been examined. In my exploration of the topics and the theories, I experienced a wide range of emotions from curiosity to anxiety and then to a much deeper understanding of the leadership dynamics.
Through the course review and classroom discussions (Gibbs Stage 1), I came to realize the significance of major concepts such as situational leadership, emotional intelligence, and multiple adaptive leadership styles. 
I could see the change in my emotions and the way I perceived the world when I went through the reflective journey of Gibbs Stage 2. It was very useful for me to complete parts 1 (a) and (b) since I could then connect the theoretical knowledge to my personal experiences, which helped me see my strengths and weaknesses around leadership. 
The evaluation and analysis phase (Gibbs Stage 3 and 4) pushed me to a critical thinking where I could analyze my strengths and weaknesses. As I sifted through the theories, I was able to identify with that I could closely relate to and became thirsty to know more. 
In the coming times (Gibbs Stages 5 and 6), I am really looking forward to applying the knowledge I have gained in the practical world. Now some work examples will show up that will be a chance to use adaptive leadership tactics and improve teamwork.
To be more precise, this reflective travel was the most helpful learning guide in my development of the emerging leadership perspective. On emergent leadership skills, in addition to the Gibbs Reflective Cycle, has not only given me the theoretical base but also helped me to understand the real-life application of these concepts in an unstable leadership environment. I not only have a theoretical toolbox but also the mindset of a reflective practitioner who is aiming at the never-ending improvement and adaptation in the leadership environment.


[bookmark: _Toc159602191]Final conclusion
In nutshell, it is evident this reflective journey in the Leadership Skills module based on Gibbs Reflective Model, is an eye-opening experience. It synthesized both theoretical approaches and practical applications together, this way helping leadership dynamics to be better understood. Through the examination of various leadership theories and by considering one's own leadership experiences and development, one becomes possessive of a powerful toolbox of leadership tools. The reflective practitioner becomes attuned with a deepening understanding of leadership principles and a desire for personal development through adaptation, change, and learning. This integrative approach addresses theory - practice gap and creates an adaptive and resilient leadership style which can handle the complexity of the modern organizational world.
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