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Introduction
Effective management of organizations and workplaces requires leaders to exhibit leadership traits and skills that allow them to communicate well and motivate their teams. Arguably, leaders need to possess certain soft skills to lead different generations in the workplace effectively. Notably, most organizations today have both the young generation working alongside the most senior employees. In the perspective of most organizational leaders today, effectively managing this highly diverse workforce is admittedly challenging because each generation brings observably unique viewpoints to the workplace that are purely guided by their generational differences. In this view, effective leadership may be determined by the right attributes. 
It is essential to understand that leadership in itself extends beyond occupying a specific position in an organization. Individuals have to be goal-oriented; by this, leaders must possess the most effective and efficient traits and attributes to enable them to produce the results. As noted above, organizational leaders may find themselves in difficult situations because of the constantly changing demographics. However, they have to implement different tactics to remain afloat and maintain a competitive advantage over their competitors. Ahn & Ettner (2014) argue that the popular labeling of employees such as Baby boomers, Generation X, Generation Y, and the millennials indicate that leaders need to change their tactics to respond to the changes in the prevailing times effectively.



The business context has significantly changed, and to maintain a competitive edge in the market, leaders must understand that each generation is unique and contributes differently to the success of the organizations through different strengths. For an organization to achieve its primary goals, leaders must develop leadership styles that conform with the needs of the organizational employees. Notably, the workplace demographics and staff characteristics significantly influence the styles of leadership exhibited by leaders. Employee characteristics such as age, gender, and personality may significantly define organizational leadership. Evidence drawn from past studies reveals that different people present varied perceptions towards gender at the workplace. Even though this is bound to change from time to time, it is essential to note that society has instilled gender structures that significantly influence people’s approaches to leadership responsibilities.
Gender and leadership
From a personal perspective, it is essential to note that leadership and gender have a significant connection, consequently determining an individual's kind of leadership style. Leadership in itself refers to the practical skills that incorporate an individual's ability to offer guidance towards the attainment of a common goal. Men and women may present themselves differently as leaders. It is, however, hard to imagine the difference between male and female leadership in an organization. Konor & Nordvik (2004) argued that because leadership is contextual and may be significantly influenced by an individual and organizational characteristic, there is no better way to lead people. In my view, based on the course content, I argue that individual characteristics such as gender may significantly influence leadership. 
It may not be right to consider this trait from the perspective of feminine and masculine leadership but rather analyze the results of gender itself on leadership by analyzing the traditional traits attributed to women.
Women's leadership is associated with various types of traits that male leaders may be lacking. For instance, women leaders may be focused on getting a good work-life balance than their male counterparts (Eklund et al., 2017). The main reason behind this phenomenon could be their traditionally associated feminine traits. The only way organizational leaders can maintain a healthy and good work-life balance is when they manage to create enough time for their personal life after work. Arguably, men leaders may not be focused on maintaining a healthy work-life balance because they may not be having additional roles at home as women. Unlike men, it is usually very important for women to have a flexible work schedule that gives them ample time to spend with their families. Arguably, this is one of the ways gender may influence leadership.
Additionally, the aspect of using intuition during the decision-making process can be considered a feminine characteristic in leadership entirely. Compared to men, women leaders are more likely to apply this trait in leadership. By definition, intuition refers to the mechanism by which leaders can apply their implicit knowledge during decision-making processes. Understandably, the use of this critical may allow women leaders to see cues and patterns to enable them to make just and sound decisions (Eagly & Heilman, 2016). 



Because of the defining roles of gender in leadership, it is important to understand that women leaders are more likely to be careful with their work and exhibit great levels of social responsibility. In my previous workstation, I observed how my madam supervisor was more critical on ensuring that we remained engaged to the work assigned until completion. In general, I argue that women leaders may be more equipped to lead than men because their energetic and enthusiastic characteristics are critical to motivating employees. Men leaders may be better only at traditions, i.e., building on past experiences with increased openness to new ideas that surpasses that of the women leaders who are not always willing to take chances. Notably, the ability to persuade and win people over is significantly associated with masculine leadership. According to the Great man theory of leadership, leadership is based on the externalized abilities of leaders that are innate. Interestingly, on the leadership scale, women register scores than men, consequently making them better organizational leaders. Notably, regarding the influence of gender on leadership, efficacy is traditionally associated with women leaders because their feminine characteristics ensure that they achieve higher organizational productivity compared to male leaders. 
Influence of Age on Leadership
Although some studies indicate that age may influence the key traits of a successful leader, I think that both young and old leaders may be effective in an organization as long as the required resources are provided to them. The issue regarding the relationship between age and leadership traits has been an issue of contentious debate over the years, with some researchers such as Ahn & Ettner (2014) arguing that different generations may present different approaches to leadership and that for organizations to maintain a competitive edge in the market, they may need assertive leaders with more altruistic values. 
In the analysis of key leadership values and traits, task-oriented behavior, and the desire to get things done, age doesn’t impact an individual’s ability to occupy a leadership position and issue directives. Both old and young leaders alike are equally effective. However, it is also important to note that the only impact age can have on a leader is on the leader’s openness and willingness to take risks.
Baker & Mueller (2002) argued that older leaders might be unwilling to implement new changes in their organizations because they spend considerably less time conducting research and development-associated activities than younger leaders. I may start this discussion by saying that older leaders are more likely to take a passive approach to leadership than younger leaders, who are likely to take a hands-on approach to leadership. Even though this is a factor that can be considered as far as leadership efficiency is concerned, it doesn’t automatically make younger individuals better leaders. in my view, efficient leadership should be determined based on an individual’s ability to inspire, guide, and communicate effectively with their subordinates rather than using age to determine how effective a leader is. 
Arguably, to a greater extent, older leaders can be considered efficient in leading an organization based on their previous experiences and accumulated knowledge over time. Besides responding to the workplace needs of every generation, research evidence shows that with appropriate guidance, older leaders can maximize the potential of every employee at their workplaces. Notably, this may be impossible with the younger leaders who may be equally less experienced, just like the other staff. In such situations, it is essential to note that less informed workers might adversely affect organizational productivity. According to Oshagbemi (2004), today’s workplaces are composed of five generations that presumably work under a single organizational leader. 
To avoid the possibility of a generational workplace conflict, leaders must possess effective communication skills that allow them to lead their teams to achieve the set strategic objectives. From my perspective, recognizing that different generations of employees require different approaches to leadership isn’t dependent on age but rather on skills and knowledge necessary to lead. 
It is, however, important to note that against the popular belief that wisdom comes with aging. It is worth noting that aging and wisdom aren’t interconnected. In essence, an individual may become effective as they older because of their experiences and accumulated over time, whereas others may also be less effective as they grow older. A study at the Queensland University in Australia found no linkage between age and wisdom, and this is why I argue that age doesn’t influence an individual’s ability to lead. Both young and older leaders can motivate their followers to get the best out of them. Both leaders can apply both transactional and transformational leadership styles to inspire their followers and help them achieve strategic goals. However, some studies such as the Bremen study argue otherwise, stating that younger leaders are essentially motivational leaders than older leaders who are much associated with the use of passive-avoidant leadership styles. 
Organizational leaders who are guided by the desire to leave behind lasting legacies are usually motivated and, therefore, effective. This applies to both young and old leaders alike. Age isn’t an influencing factor here (Zacher, Rosing, & Frese, 2011). A study at the University of Nebraska found that women leaders were more likely to use transformational leadership as they got older because of the desire to leave behind a positive and lasting legacy. 

Personality and leadership
Personality can be defined as the manner in which individuals present themselves to the world. Essentially, its personality helps characterize an individual. Because personality significantly influences how individuals view themselves, it may also influence an individual's leadership styles. I understand that personality plays an important in determining our effectiveness as leaders. Being in a leadership position, it is usually vital for individuals to consider how their personality can impact their overall performance as leaders. Hogan et al. (1994) argued that personality traits such as sympathy, dependability, innovation, hard work, and openness are all key personality traits associated with effective leadership. I consider myself highly agreeable; in this view, I understand how this personality trait could be essential in shaping my leadership abilities. Research evidence links agreeableness to an increased ability of an individual to be sympathetic and good-natured. 
Because personality refers to how individuals respond to situations, it may also affect how leaders think and act in every situation in their workplaces. Extraverts, for instance, are considered naturally charismatic leaders who are able to motivate and win people to their sides quite easily. This bid personality trait is always important, especially when leaders need to improve employee morale and motivate them towards achieving organizational goals. Understanding one’s personality traits is an essential step towards informing their leadership style. For instance, let’s say a leader is an introvert; they may decide to apply the hands-off type of leadership by sitting back and delegating most of the duties (Kornør & Nordvik, 2004). 

However, this is not true for extroverts who always desire to be actively involved in the processes and activities. Even though personality traits are not suggestive of effective leadership, these essential factors are critical to determining the leaders' individual behaviors that allow them to effectively formulate organizational goals and plans to achieve the missions and visions of the organization. 
Nurturing leadership
Research evidence shows that leaders can both be born and bred. Because creation of leaders is possible, anyone can become a leader if given the right training. From the video, leadership skills are identified as the basic set of skills that leaders may need to motivate others to complete a series of tasks in the organization, often according a schedule. Under the leadership qualities, I would really want to uphold integrity. I have chosen integrity because it is argued that complete honesty allows you to do the right thing and leaves with no guilt. In this view, integrity allows leaders to particularly accountable for their actions (Films Media Group, 2015). In every situation, honesty is considered the basic foundations of quality and trust necessary to achieving not only personal growth but also organizational success. 
Communication has been highlighted in the video as one the most important leadership skills. Organizational managers must be able to communicate effectively with their followers. I consider communication an essential leadership skill for me because communication itself is key to facilitating the goals of the organization. Both written and oral communication abilities are important in leadership. As a leader you must ensure that your followers understand the collective objective expected of them. Effective communication is arguably not only important in communicating organizational objectives but also solving problems between employees. 
Lastly, from the video, leadership behavior is considered essential traits and characteristics that makes an individual stand out as an effective leader. Under this category, I have chosen to develop myself as a participative leader. Participative leadership is important because it ensures individuals achieve higher organizational performance. Participative leaders consult with their juniors before making critical decisions. This ensures that most of the members of team identify with the actions being undertaken very little resistance. 
Conclusion
From my two variables, age and personality, I consider personality a stronger predictor of leadership style. According to research evidence presented in this current paper, age doesn't impact a leader’s willingness and abilities to lead effectively. In my view, as long as an individual can effectively inspire and motivate followers to achieve organizational goals, they are effective. In essence, based on my analysis of literature and past work experience, I consider both young and older leaders equally effective. It’s the personality that differs between individuals. Personality traits such as openness and hard work may be considered positive traits of leadership. 
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