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In this reflective essay, I begin thorough thought and analysis of my developing leadership skills module learnings. This training challenged my ideas about leadership and broadened my view of it. This study will reflect on the module's leadership attributes and styles and critically assess their applicability to my leadership style and professional experiences. I also seek to find any important leadership topics that may have been missed in the session, revealing academic career gaps (Kanat-Maymon et al., 2020).
This examination will begin with my learning experience, highlighting the leadership qualities and styles that interested me and assessing their relevance to present leadership issues. Next, I will reflect on my leadership styles and talents using clearly stated workplace examples to demonstrate how these theoretically apply in actual life. The Gibbs Reflection Cycle will be my reflection model (Dugan, 2024). Graham Gibbs' 1988 approach guides people through six stages: description, feelings, assessment, analysis, final result, and action plan to build a solid foundation for reflection. I plan to organise my reflections and understandings of deep topics utilising the Gibbs Reflection Cycle to ensure a complete and meaningful study of my leadership development journey. I hope to gain a better grasp of my leadership skills and discover opportunities for growth and improvement through this reflection process, boosting my leadership effectiveness.

[bookmark: _Toc161137336][bookmark: _Toc161744603]Reflection on the Leadership Traits or Styles Discussed in the Class
The emerging leadership skills lesson was crucial to my grasp of leadership's numerous facets. We examined several leadership theories during the course, each offering a unique perspective on the challenges of leading in today's fast-changing world. Looking back on my learning career, certain leadership attributes and styles have had a profound impact on my view of leadership (Kim et al., 2020).
Transformational vs. transactional leadership was one of my most intriguing and powerful ideas. With its focus on highly intriguing ideas and offering followers a reason to go above their expectations, transformational leadership shook from a loud sound and made me feel strongly about something. It stressed vision, passion, and the capacity to inspire team members' trust, joy, and astonishment (Kjellström et al., 2020). I liked this style of leadership because I believe individuals can grow and achieve greatness when properly mentored and inspired. However, transactional leadership, which emphasises the exchange between leader and follower to achieve clearly stated goals, highlights the practical aspects of leadership that ensure daily operations produce a lot with little waste and goals are met (Lussier and Achua, 2022).
Exploring servant leadership was another important learning area. This approach, which prioritises others' needs and empowers followers, prompted me to reconsider traditional leadership methods that prioritise things or people separately. It advocated a leadership style that was inclusive, caring, and focused on team and organisational well-being. Servant leadership inspired me to evaluate my leadership style and consider how I may incorporate more of these elements to be a more effective and kind leader.
Emotional intelligence became a key leadership trait. Throughout the module, understanding and managing one's feelings and deeply understanding and influencing others' sentiments were key. We learned that emotional intelligence is essential to healthy relationships, conflict resolution, and organisational culture. I'm more conscious of my emotional responses and actively developing my emotional intelligence because of this deep understanding (Northouse, 2021).
Despite comprehensive coverage of leadership styles and attributes, I noticed a lack in the subject of digital and distant leadership. As the globe gets more connected and remote work becomes more frequent, virtual team leadership difficulties and opportunities grow (van Diggele et al., 2020). This leadership sector requires a unique combination of abilities and success plans to overcome the lack of physical presence, establish teamwork, and retain motivation and engagement. A deeper exploration of these elements could have helped the module teach digital leadership (Bastari et al., 2020).
The growing leadership abilities module has been a journey of discovery, forcing me to review and refine my leadership understanding. The explanations, theories, and styles offered have expanded my knowledge and inspired me to blend different elements into my particular leadership approach (Wuryani et al., 2021). However, missing a concentrated conversation on leadership in digital and remote contexts misses an opportunity to adequately equip leaders for changing and improving workplace expectations. I'll keep learning about leadership, filling this gap in my knowledge, and adjusting my style to lead in a digital age.

[bookmark: _Toc161137337][bookmark: _Toc161744604]Reflection on My Leadership Styles and Abilities
Looking at my leadership style and abilities, I realise that transformational and servant leadership principles shape my thinking. The combination of styles evokes my belief in inspiring, serving, and empowering the people I lead. I have attempted to demonstrate these skills throughout my career to motivate my team through a common goal and by prioritising their growth and development (Megheirkouni and Mejheirkouni, 2020).
My leadership style is shown by my connections with team members, recognising their goals, strengths, and areas for improvement. This one-on-one focus creates supportive work environments and fosters personal and professional growth in my team. I ensure team members feel heard and valued by advocating for open communication, which creates trust and enhances our commitment to our goals (Muff et al., 2020).
My capacity to inspire and motivate others has been notably evident in undertakings that required safe transit through difficult realities or conditions. I was able to inspire my team and navigate doubt by being positive and focusing on our vision. I understand the necessity of adaptability in my leadership style.  Leadership has taught me that flexibility and the ability to change to make better changes to fit new conditions my style according to the big picture and needs of my team is crucial for effectively leading through many different types of people or things pictures situations.
While I'm proud of my strengths, I know I can improve. For instance, leadership in a digital and remote work environment has required me to learn new talents and success strategies. Engaging and motivating a virtual team demands a new strategy, one I am devoted to achieving through continual learning and beneficial change (Hajiali et al., 2022).
Additionally, my reflections have shown the need to improve my skills in dispute resolution and goal-setting. As a leader, I know that disagreements must be met and resolved safely. I can lead better by improving my ability to manage arguments and think intelligently, ensuring that my team stays well-organized and aligned with something that hangs over, affects, and includes every part of something's goals.
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Several critical instances have shown how my leadership style and abilities have improved over time. One memorable incident occurred during a vital project at my organisation, where valuables were at risk and the team was under pressure to produce (Blake and Mouton, 1985). This project demonstrated my transformational leadership style, as I inspired my team by creating a common vision and giving our work meaning.
I noticed my team's dread, stress, and doubt when faced with tight deadlines and tough challenges. I organised a series of working a group to acquire ideas sessions where everyone could share ideas and concerns to motivate and unite. To empower my team and reinforce the idea that every member was crucial to our success, I listened and valued whatever they did. Since team members felt more linked to the project and each other, this method boosted problem-solving and mood. Our project was finished effectively, with the team exceeding expectations, and demonstrating transformational leadership (Yang and Wei, 2018).
I demonstrated servant leadership when a team member struggled with personal difficulties that hindered professional performance. Instead of focusing on the immediate impact on work and productivity, I prioritise the person's well-being and provide help and flexibility to address their issues (Carlos Pastor and Mayo, 2008). I made this decision because I believe leadership goes beyond completing duties to caring for team members' full-needs. This approach helped team members navigate personal challenges safely, improving performance, and strengthening team trust and loyalty, demonstrating the extreme impact of servant leadership (Solinger et al., 2020).
These experiences have also helped me improve, especially in remote team leadership. Adapting to remote work required me to improve my leadership approach to keep employees engaged. I initiated virtual check-ins and team-building events to help broken-up and moved-away team members feel connected (McCauley et al., 2021). This strategy has been beneficial, but it has also made me aware of the unique problems of digital leadership, reminding me to seek more growth in this area.

[bookmark: _Toc161137339][bookmark: _Toc161744606]Application of the Gibbs Reflective Model
This systematic approach helped me comprehend and discover growth areas in my learning and leadership reflections using the Gibbs reflection Model. The model's six stages—description, feelings, evaluation, analysis, final result, and action plan—provided a good foundation for reflection (Sethuraman and Suresh, 2014).
I recounted my classroom and workplace leadership experiences throughout the description phase. In my class on emerging leadership skills, we started group discussions that showed almost opposite views on why something works or happens the way it does X and Y leadership. This school and learning activity matched a professional circumstance where I had to navigate safely through a project with a diverse team, some of whom thrived under order and others under independence.
My emotional responses to these circumstances were explored in the feelings stage. Putting these theories about how things function or why they happen into practice was challenging but exciting (Chima and Gutman, 2020). The classroom discussions made me want to try various techniques, while the workplace picture was a mix of dread, tension, and a strong need to make a formal decision to balance diverse demands and expectations.
testing and assessing these methods. In class, lively debates and idea exchanges were enriching, and at work, the project's success despite initial challenges proved the worth of change and better leadership. However, handling conflicting preferences and delivering the project on time proved stressful.
The analysis phase taught me leadership requires flexibility and emotional intelligence. It became evident that no single leadership style is effective everywhere; adapting to the environment and team is crucial. This realisation that I had achieved a goal was a turning point in my leadership career, emphasising the necessity for greater flexibility and speed (Yang and Wei, 2018).
In conclusion, while I am bright and connected to my team, I need to enhance my dispute resolution, strong frame of mind, and remote team leadership. My inability to engage and motivate others was underlined by the transition to digital leadership.
My action plan involves seeking professional development in digital leadership and conflict resolution. I plan to attend workshops and online courses to address these issues. To acquire a comprehensive understanding and practical advice on how to handle a scenario, I want to educate a remote team manager.

[bookmark: _Toc161137340][bookmark: _Toc161744607]Conclusion
Using the Gibbs Reflection Model has helped me organise and express my learning experiences, leadership styles, and leadership adaptability in this reflection analysis. Transformational, transactional, and servant leadership ideas discussed in the developing leadership skills module have greatly expanded my understanding of effective leadership. These ideas have confirmed my desire for a blend of transformational and servant leadership styles that focus on inspiration, power, and team well-being.
My professional thoughts reinforced the need for emotional intelligence and changeability in leadership. Online or paper forms that ask for a job, money, or leadership theories, such as balancing order and self-ruling approaches to meet project goals and supporting team members through personal challenges, have shown the practical effects of these ideas about how things work or why they happen (Yang and Wei, 2018). These experiences have enhanced my confidence in a helpful and inclusive leadership strategy and shown me where I can improve, such as digital leadership and dispute resolution.
The Gibbs Reflection Model helped me frame my reflection and create an action plan to address leadership shortcomings. This reflection career has deepened my awareness of leadership's complexity and energy and driven my commitment to ongoing learning and self-improvement.
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