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In the contemporary business landscape, effective leadership, employee motivation, and teamwork have become essential factors for achieving success in corporate endeavours. Leadership incorporates a diverse range of skills, tactics, and principles aimed at motivating and directing individuals. The present study investigates the various dimensions of workplace leadership, including skills, styles, challenges, and ethical considerations (Dubrin, 2023).
Leadership is not simply about holding a position of authority; it is about possessing a diverse skill set that enables individuals to inspire, influence, and guide others towards shared goals. Effective communication, active listening, adaptability, decision-making, and emotional intelligence are some of the essential leadership skills discussed in this portfolio. These skills empower leaders to navigate the complexities of the modern business world, foster collaboration, and make informed decisions (Owen, 2021).
Different leadership styles, such as democratic, authoritarian, and laissez-faire, are also examined. Each style has its unique characteristics and is suited to specific organizational contexts. Additionally, the portfolio delves into emerging leadership styles like ethical, authentic, and servant leadership, which emphasize ethics, authenticity, and a service-oriented approach to leadership.
Barriers to effective leadership, such as gender and racial disparities, are explored, shedding light on the challenges leaders and team members may face due to biases and stereotypes. Strategies for addressing these barriers, including diversity and inclusion initiatives, leadership training, and mentorship programs, are discussed.
Furthermore, the portfolio examines the importance of ethical leadership in today's business world, emphasizing the role of integrity, transparency, and accountability in decision-making. Ethical leadership fosters a positive organizational culture, builds trust, and promotes long-term success (Harvard Business Review, 2017, pp. 32-35).
The reflection section provides insight into the author's leadership preferences, skills, and experiences. It highlights the alignment between leadership skills, styles, and personal characteristics, shedding light on the author's readiness for leadership roles in contemporary workplaces.
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          The possession of effective leadership skills is of utmost importance in facilitating the achievement of success in organisations. Effective communication is a crucial skill that empowers leaders to articulate their thoughts with clarity and foster a cooperative environment. Active listening is a specific aspect of communication that promotes engagement and provides leaders with the necessary tools to effectively tackle various concerns. An illustration was provided by Arokiasamy and Hon Tat (2019, p. 855) in the context of higher education professionals in Malaysia, whereby they established a substantial correlation between leadership and the ability to foster a sense of work-spirituality. The quality of adaptability is crucial for leaders as it allows them to navigate a constantly evolving business environment and actively embrace and respond to change. The capacity for decision-making, which is enhanced by a synthesis of data-driven insights and intuition, aids leaders in making informed judgements that effectively guide the organisation.
          The significance of emotional intelligence is frequently undervalued, despite its capacity to facilitate the identification and regulation of both personal and team members' emotions, ultimately leading to enhanced interpersonal relationships. According to Lone and Lone (2018, p. 2), while emotional intelligence may not be the primary determinant of effective leadership, it remains a crucial competency. The research findings indicate that there is a significant relationship between emotional intelligence and leadership ability. Emotional intelligence, as previously delineated, holds significant importance across various professional domains, including the field of nursing and its influence on the administration of healthcare (Prezerakos, 2018, p. 90). The use of emotional intelligence is of utmost importance for nurse leaders in their multifunctional roles, which encompass the whole promotion of healthcare. In this discourse, the author posits that managerial competencies rooted in interpersonal dynamics and trust-building are cultivated through a leader's adeptness in perceiving and comprehending their own emotions. From a theoretical standpoint, it may be argued that emotional intelligence holds significant importance within the realm of leadership qualities. 
          Various studies have identified distinct skill sets that are seen essential for leaders to achieve success within the workplace. The increasing trend of firms transitioning towards digitization has resulted in rapid developments. In the context of contemporary technological advancements, Guzmán et al. (2020, p. 543) identify four separate categories of skills, namely cognitive skills, interpersonal skills, business skills, and strategic skills. The author asserts that the acquisition of various skills is imperative for the advancement of contemporary industry, commonly referred to as Industry 4.0. 
          Simultaneously, the possession of fundamental technological competencies is crucial not just for employees, but also for managerial personnel. According to Zeike et al. (2019, p. 1), it is crucial for leaders in digitalized firms to offer the requisite technological development abilities in order to enhance one's psychological well-being. This phenomenon can be attributed to the practise of software development and technical organisations recruiting managers who possess strong leadership abilities but may have limited comprehension of specific duties and roles performed by personnel inside the organisation. If a manager, in their role as a leader, have knowledge and comprehension of the fundamental duties of their subordinates, it would promote improved and effective communication between both parties. 
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          Various classifications are employed to categorise leadership styles, and this section will concentrate on traditional portrayal, and will examine contemporary styles and patterns of behaviour. In their study, Kelly and Macdonald (2019, p. 435) conducted a review of leadership typologies that were initially described in 1939, namely authoritarian, democratic, and laissez-faire. Every leadership style underlying communication foundation and offers a distinct methodology for leaders to interact with their team members, make decisions, and oversee the organisation. According to Fang (2018, p. 180), an examination of various working domains and industries reveals that the assessment of leadership styles and models can be enhanced by employing David Stufflebeam's Context, Input, Process, and Product (CIPP) framework. This can be exemplified through the analysis of leadership in the tourism sector. When selecting between these many styles, it is crucial to consider individual traits in addition to the prevailing organisational culture. 
          Democratic leadership, alternatively referred to as participatory leadership, prioritises the values of collaboration, transparent communication, and collective decision-making. Leaders in this manner actively engage team members in the decision-making process and foster an environment that encourages the contribution of ideas, opinions, and proposals. The role of a leader entails acting as a facilitator, valuing the active involvement of team members, and considering their viewpoints when making decisions. According to Chukwusa (2019, p. 2), the author posits that democratic leadership is well-suited for vocations like librarianship since it fosters a favourable work attitude. The utilisation of this approach often leads to heightened levels of employee engagement, morale, and a perception of ownership within the team. According to Hilton, Arkorful, and Martins (2021, p. 1042), it is contended that the presence of contingent compensation under democratic leadership is crucial for achieving enhanced organisational performance. Democratic leaders exhibit good communication skills and foster empowerment among their subordinates by actively involving them in the decision-making process and organisational direction.
          Authoritarian leadership exercises authoritative control over the team, by making decisions for the entire team with employees being accountable for promptly accepting and executing the leader's decisions. The leader possesses a visionary perspective that aligns with the overarching vision of the entire organisation. Additionally, this leadership style encompasses a substyle known as paternalistic leadership, wherein a leader assumes the role of a patriarch or matriarch, and all employees are regarded as members of a familial unit. According to the research conducted by Öge et al., (2018), it was observed that the implementation of paternalistic leadership significantly reduces the feelings of loneliness among employees, while simultaneously enhancing their level of job engagement (p. 25). Although this approach might be advantageous in circumstances necessitating prompt decision-making and unambiguous direction, it can also result in diminished employee morale and constrained creativity. Authoritarian leaders are assertive and directive, with top-down management style.
          Laissez-faire leadership is a leadership approach characterised by a minimal level of guidance and control exerted by leaders, hence granting team members a significant degree of independence. The underlying principle of this management approach is predicated upon the belief that employees possess intrinsic motivation and possess the competence to independently handle their assigned responsibilities without the need for constant oversight. Laissez-faire leadership has the potential to foster innovation and creativity by granting employees the freedom to explore novel concepts. However, it may also result in ambiguity, a dearth of guidance, and diminished levels of responsibility. In order to maintain the alignment of duties with business goals, competent laissez-faire executives exhibit the practise of providing direction as necessary and establishing unambiguous expectations. 
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          Numerous scholarly articles primarily examine the obstacles that arise from the gender or ethnic characteristics of a leader or their team members. According to Mate et al., (2019, p. 857), the primary obstacle to women's leadership is the challenge of balancing work and personal life, along with the predominance of males in executive management positions. Their research conducted in Australia and Vietnam, argues that organisational culture poses limitations on the ability of women to attain success in leadership positions within the workplace. According to Coleman (2019, p. 233), male networking poses a significant obstacle for women, as it tends to offer greater support and opportunities for male leaders compared to their female counterparts. It is imperative for organisations to adopt proactive approaches in order to effectively tackle this issue. The implementation of diversity and inclusion initiatives is of utmost importance in order to guarantee equitable opportunity for all employees, irrespective of their gender, to advance into leadership roles. To overcome unconscious biases and prejudices, leadership training programmes should be incorporated to facilitate the ability of both leaders and employees to identify and address these biases. Thereby fostering an environment where competencies and potential serve as the primary factors influencing growth and advancement.
          Another obstacle is observed in the workplace due to racial disparities. The empirical research of Freeman et al., (2019, p. 361), suggests that racial minorities in the United States experience lower rates of advancement to senior positions inside institutions when compared to their white counterparts. Simultaneously, excluding the influence of racism, it presents a complex task to analyse the factors contributing to these statistical patterns. It has been determined that university administration communities with lower levels of diversity offer diminished possibilities for individuals of colour to access scholarships, mentorships, and other programmes aimed at facilitating their advancement into leadership roles. 
          Various professions face unique hurdles that hinder good leadership and communication. According to Rothwell et al., (2021, p. 1), the primary obstacles to effective leadership are identified as a deficient comprehension of the fundamental role of leadership and insufficient organisational support. In addition to leadership, the implementation of interventions and new plans may encounter obstacles for senior members of teams. Quirk et al., (2018, p. 1) highlight that within the healthcare domain, the introduction of an intervention aimed at enhancing employee well-being encounters challenges such as a demanding work environment, inadequate financial incentives, and a general resistance to allocate cash. These challenges can be approached in a similar manner by effectively resolving them and, notably, by providing healthcare personnel with incentives to embrace innovations and reforms. 
          One of the less apparent applications of the proposed solutions involves the inclusion of educational programmes for leaders within academic institutions, such as schools and universities. The consideration of leadership development from an early stage is of utmost importance. According to Douglass (2019), the provision of additional resources, such as leadership recruiting and professional development, is crucial in the field of early childhood education and care. These resources play a significant role in enabling individuals to explore various employment prospects within this sector, and enables he development of future leaders. 
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          Ethical leadership is characterised by the incorporation of moral ideals, honesty, and justice into the process of decision-making. Leaders that possess integrity, respect, and empathy exemplify these qualities. The organisation prioritises long-term goals, accountability, and transparent communication. The establishment of a positive organisational culture is achieved by the adherence to ethical principles and the cultivation of inspiration among staff members to uphold these principles. This approach facilitates the development of trust among all parties involved, enhances the overall motivation of employees, and guarantees sustained achievements in the future. According to Saha et al., (2019, p. 1), there has been an increasing recognition of the significance of ethics in the realm of organisational effectiveness. Moreover, corporate personnel have begun to place greater emphasis on the ethical climate within an organisation. 
          The topic of ethical leadership has gained prominence in contemporary academic discourse. According to Ko et al., (2018, p. 105), the emergence of this particular leadership style has been observed in recent studies, prompted by the media's discussion of various immoral behaviours exhibited by leaders. As previously said, leadership may be classified into various categories. While democratic, authoritarian, and laissez-faire leadership styles have been traditionally recognised, contemporary perspectives include concepts such as transformational or ethical leadership. 
          Ethical leadership, rooted in longstanding philosophical concepts, has garnered heightened significance in recent times as a result of several contextual factors. Numerous instances of corporate scandals provide as poignant illustrations of the repercussions stemming from unethical conduct. Furthermore, it is associated with enhanced transparency in social media platforms, which remains unaffected by the influence of major media stockholders. Due to the relatively reduced level of control exerted on news outlets on social media platforms, there exists the potential for facilitating in-depth discourse pertaining to the unethical conduct exhibited by leaders within various contexts, encompassing both small-scale teams and large-scale corporate entities. Ethical leadership is a longstanding phenomenon that has been observed throughout the history of human relationships with leaders. However, the contemporary notion is primarily associated with workplace and corporate culture, as opposed to fundamental human connections. The concept of ethical leadership has evolved into a broad framework that encompasses several principles that may not always align harmoniously. 
          Ethical leaders demonstrate their ethicality primarily by their capacity to make ethically sound decisions, address or avoid unethical conduct, and cultivate a more inclusive environment within the workplace community. According to De Roeck and Farooq (2018), the establishment of organisational identity plays a crucial role in fostering ethical conduct among employees under the guidance of effective leadership (p. 923). In addition to examining job engagement, ethical leadership is also explored through alternative perspectives to assess its benefits. According to Bavik et al., (2018, p. 322), employees' experiences indicate that information sharing behaviour is a crucial aspect of ethical leadership. In general, the propensity to share information is mostly associated with mentorship encounters, however it can also be extended to leadership within organisational contexts. 
[bookmark: _Toc143904343]Task 2: Reflective Essay on Emergent Leadership Skills Module
          This part of the portfolio is a reflection on the Emergent Leadership Skill Module. To start this reflective part, mentioning the score results taken from the conceptualising leadership questionnaire is essential as it will highlight my personal approach as a leader. They were as follow - trait emphasis-16, ability emphasis-16, skill emphasis-20, behaviour emphasis-18, relationship emphasis-20, process emphasis-18 (the complete questioner is in the appendix). The highest scores were relationship and skill emphasis. It reflects that as a leader I put greater attention to skills and interactions with the teammates rather than on a single characteristic of leadership. It aligns with modern behaviour types of leadership that will be discussed. Lemoine et al., (2019, p. 151) distinct three types of leadership that are emerging in the modern century – authentic, ethical, and servant. Here, according to the test results, it can be said that the ethical type will be suitable. It is because the scores indicate the emphasis on skills and relationships rather than the sole characteristic of a leader. As ethical leadership was discussed in the first part of the report, authentic and servant differ by the nature of leadership. It also aligns with my personal experience working in a team.
          Authentic leadership is a style of leadership that emphasizes being authentic to oneself, matching one's actions and behaviours with one's values and beliefs, and cultivating genuine and transparent relationships with others. It promotes self-awareness, honesty, and ethical commitment. Servant leadership is a leadership concept and style that puts the needs of others and the team's well-being ahead of the leader's own. Servant leaders depend on their teams and resources more than other styles, but it also helps to maximize potential of everyone as the interaction there is as close as possible. 
          The results for leadership styles questionnaire (results attached to appendix) highlight the highest score of 9 for duty ethics, and it shows that I usually do what is expected in an ethical dilemma as well as my commitment to moral rules. Ethical leadership is what defines these scores, and the importance of understanding the connection of it with unethical behaviour, along with the role of ethical climate of organization as mediator (Kuenzi, Mayer and Greenbaum, 2020, p. 49). As duty ethics here is the highest, it means that my personal characteristics directly depends on rules and norms that are set by organization and ethical climate. 
          From my personal experience I am aware that a leader must coordinate the team and divide responsibilities. For example, if I used authoritarian leadership, it would be efficient to lead a temporary group to achieve results. At the same time, democratic leadership can be useful to find creative solutions to solve problem. For any type of successful leader, the guiding preferences and desires of their employees are essential regardless of ethics and norms they follow. Taylor et al., (2019, p. 1) outlined three distinctive human needs that should be fulfilled in the workplace in order to be a successful leader – “autonomy, relatedness, and competence." This can increase work engagement and bring a sense of satisfaction to work done by employees. It is also vital to consider these three needs when implementing styles and techniques of effective leadership. I believe that when I was leading important projects in my workplace, I provided enough autonomy for workers. However, it is harder with relatedness and competence since autonomy itself does not allow to intervene into their work to assess these principles. 
          To be a successful leader, there are also other principles to consider. Bozer and Jones (2018, p. 342) noted different guiding principles of leadership coaching, which are "self-efficacy, coaching motivation, goal orientation, trust, interpersonal attraction, feedback intervention, and supervisory support." In this sense, leadership coaching enables to provide more reflective analysis of leadership experience. For example, if my behavior in the possible workplace does not fit my own principles, it can be said that the efficiency of work processes will not be high enough to fulfil requirements. 
Another possible leadership style that would fit my personal preferences can be transformational leadership. Transformational leadership is a powerful and dynamic technique that goes beyond standard leadership styles. As a leader, I would try to emphasize the growth for each team member, although it can be challenging task. Decuypere and Schaufeli (2020, p. 70) state that the given transformational leadership is based on four distinct principles – "idealized influence, intellectual stimulation, inspirational motivation, and individualized consideration." They express this vision with unrelenting passion and conviction, generating a shared feeling of purpose in their followers that fuels enthusiasm and devotion.
Transformational leadership is more of a collective concept of positive experience in a modern workplace environment. Gemeda and Lee (2020, p. 1) argue that transformational leadership is connected with a higher degree of work engagement, while its alternative - transactional leadership - impacts workers' task performance levels. Comparatively, Lai et al., (2020, p. 1) argue that transformational leadership increases work engagement which in turn improves task performance too. It represents the idea of the possibilities that modern transformational leadership can bring. Afsar and Umrani (2020, p. 402) review transformational leadership from another perspective and claim that it is more connected to enhanced innovative work behaviour. 
As all types of leadership were discussed, it can be discussed on its future implications. Further on this development, Onyalla (2018, p. 1) provides the concept of developing given three types of leadership into more hybrid, such as transformative, authentic leadership, or authentic servant leadership. Hoch et al., (2018, p. 501) state that transformational leadership better combines with authentic and ethical leadership, while servant leadership is more of a standalone phenomenon. It also explains several outcomes left in the leadership of modern-age organizations. 
As a reflection on the outcome of the given literature review, it can be said that in case of emergent leadership necessity, I would be qualified for that position. As mentioned earlier, there are specific skills and styles that can be implemented within leadership positions. However, it all depends on personal preferences and characteristics. For example, my leadership definition will suit transformative behaviour or democratic type. At the same time, there are other possibilities and skills that were not mentioned in the text, such as time management or setting the common vision.  
[bookmark: _Toc143904344]Conclusion
In conclusion, effective leadership is an indispensable component of success in today's dynamic and competitive business environment. This portfolio has explored various facets of leadership, from essential skills to different leadership styles and emerging trends.
Leadership skills, including communication, adaptability, emotional intelligence, and decision-making, equip individuals with the tools to excel in leadership roles. These skills are vital for fostering collaboration, driving innovation, and achieving organizational goals.
Leadership styles, such as democratic, authoritarian, and laissez-faire, offer different approaches to leading teams and making decisions. Understanding when and how to apply these styles is crucial for effective leadership.
Emerging leadership styles, such as ethical, authentic, and servant leadership, emphasize the importance of ethics, authenticity, and serving others. These styles are gaining prominence in today's workplace, reflecting a shift towards more values-driven and people-centric leadership.
Barriers to effective leadership, including gender and racial disparities, highlight the need for proactive measures to promote diversity and inclusion in leadership roles. Leadership training and mentorship programs can help address these barriers and create more equitable opportunities.
Ethical leadership, characterized by integrity, transparency, and accountability, is essential for building trust, fostering a positive organizational culture, and achieving long-term success.
Ultimately, leadership is a dynamic and evolving field, and effective leaders must continually adapt and grow. This portfolio provides insights into the multifaceted nature of leadership, offering valuable perspectives for current and future leaders in the ever-changing world of business.
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Strongly Strongly
disagree | Disagree Agree agree

22, Leadership is about how
leaders work with people to
accomplish goals.

23. Effective leadership is best 1 2 3 4
explained by the leader—
follower relationship.

24, Leaders influence and are 1 2 3 ) 4 5
influenced by followers.

Scoring

Sum scores on items 1, 7, 13, and 19 (trait emphasis)

Sum scores on items 2, 8, 14, and 20 (ability emphasis)
Sum scores on items 3, 9, 15, and 21 (skill emphasis)

Sum scores on items 4, 10, 16, and 22 (behavior emphasis)

Sum scores on items 5, 11, 17, and 23 (relationship emphasis)
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Sum scores on items 6, 12, 18, and 24 (process emphasis)

Total Scores

Trait emphasis: ! Q:
Ability emphasis: ‘ b

Skill emphasis: 2 (©)
Behavior emphasis: l 8
Relationship emphasis: 2 O

Process emphasis: _Az_

Scoring Interpretation

Ak Al G L) )

The scores you received on this questionnaire provide information about how you deﬁné;andé
leadership. The emphasis you give to the various dimensions of leadership has implications

gests that you emphasize the role of the leader and the leader’s special gifts in the leade!sbgg

However, if your highest score is for relationship emphasis, it indicates that you think lead

that you ﬁnd most important and least important. The way you ﬂ:dnk
how you practice leadership.
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