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Introduction
Reflective leadership assessment is characterized by careful and continuous observation, self-awareness, respectful and flexible responses which result in relationship-based programs (Mischel, 2013). In building a personal leadership plan, not only do you require a self-assessment but it is also recommended that one should have critical knowledge of what makes a good leader. According to Morey (2014), leaders should motivate, inspire and encourage other people to be creative, develop, learn and be innovative. Leaders should also act as role models to their followers, while their involvement in communication, planning, and coaching should serve as a basis for the development of future leaders. As role models, leaders can reinforce values, ethics, and expectation and at the same time, build commitment, initiative, and leadership in any organization (Zahoor & Khan, 2018). Regardless of the workplace, every leader needs self-confidence. Effective leadership demands that an individual knows his/her worth and trust their abilities without letting their image or ego get in their way. This can only be accomplished through self-confidence, acknowledging one’s fears and avoid thinking in terms of perfections and imperfections. Self-assessment is an excellent tool for improving the leadership plan. This is because a person evaluates or assesses his/her strengths and weakness which would serve as a cornerstone for transforming themselves into ideal leaders in the future (Nawi et al., 2013). The overarching objective of this paper is to evaluate myself by conducting a self-assessment whereby is evaluate my personality using the knowledge acquired in my DISC type in order to identify the key areas that I need to develop and hence become an effective leader. The reflection section of this paper further seeks to assess how my personality has changed. 
Part A

Self-Assessment 

To conduct my self-assessment, the DISC model was used. The model was put forward by Dr. William Marston and it identifies four key human behavior which includes dominance, influence, steadiness and conscientiousness (Mischel, 2013). The DISC personality test has been applied for more than 30 years to differentiate people based on their personality traits. Other than for individual use, organizations that have embraced the DISC model have benefited from effective teams, improved communications, fewer misunderstandings, fewer conflicts, and more cooperation. Human behavior is considered a misery. At home or at work, personality and behavior are often misunderstood and they have become major stressing areas which affect happiness and productivity (Di Fabio & Saklofske, 2014). 
My self-assessment was based on determining my leadership style using the DISC model. In this self-assessment, many factors were taken into consideration in order to allow a positive and realistic perception while evaluating my abilities. It is important to note that my assessment was characterized by personal attributes such as optimism, pride, affection, trust, emotional maturity, and enthusiasm. The score of this assessment was to identify my leadership style based on the four human behavior personalities identified by the DISC model. According to Anusic and Schimmack, it is possible though very rare, to find a person who has dominance within their personality traits. They may have dominance as their highest factor but have steadiness and a secondary factor with little influence as their third.  By understanding a person’s DISC personality blend, proactive steps can be taken to place the person in an environment that they feel empowered and comfortable to react positively (Anusic & Schimmack, 2016). Based on the results of my self-assessment, my leadership traits are predominantly supportive which means that I am friendly, warm, helpful and kind. 

A supportive leader is an individual who does not simply delegate duties and tasks and waits for results but helps the workers complete these tasks effectively. Supportive leaders work with employees until they are empowered enough to incorporate their skills and abilities to handle tasks with minimum or no supervision (Wong & Laschinger, 2013). Supportive leadership is typified by several characteristics. First, a supportive leader encourages teamwork. An effective leader emphasizes teamwork which begins with creating teams of skilled individuals who can perform a particular task effectively. Encouraging teamwork adds up to making the employees know their expectations. Supportive leaders do not sit back and assume that team members know what needs to be done. This is reinforced by being friendly. Teamwork is most effective when the leader is supportive and friendly. Being friendly means being approachable and allowing employees to speak their ideas out especially when solving a problem (Komives & Wagner, 2016).  
Secondly, a supportive leader is committed. Commitment is a key determiner of a successful leader. A leader must be committed to both his/her team members and the project at hand and should not enter doubts regarding the objectives and missions of the organization. According to Hackman and Johnson (2013), these uncertainties will be reflected in poor results of a project. When a leader is supportive and fully committed, the employees will be committed too. This is congruent with the saying that a leader should lead by example if at all they are to reap maximum benefits from their followers. One common mistake made by most leaders is neglecting relationships with their teammates. Supportive leaders should thus focus on building relationships with their employees by among others, warming up to them. Above all, every leader should be focused on fulfilling the goals and objectives of an organization. Neglecting or failing to allow for the formation of quality relationships with the employees could also act as a hindrance to the realization of organizational goals and objectives (Wong & Laschinger, 2013). Forming quality relationships with the employees and being warm to them is thus crucial as such relationships determine the extent to which objectives of a company can be effectively met.

Another characteristic that defines a supportive leader is the effort made by such a leader in building empathy and putting him/herself in the shoes of his/her teammates. Regardless of the leader’s position at the top of the corporate ladder, he/she should be kind and helpful to the employees when working alongside them. According to Yahaya and Ebrahim (2016), are kind and friendly to the employees enable leaders to gain first-hand information about the hardships facing employees or are likely to encounter. In such a case, the leader is strategically placed to provide feasible solutions. Supportive leadership is crucial in improving the performance of an organization since employees are likely to connect with you more easily. This is because employees get to realize that the leader wants what is best for them in terms of improved happiness and wellbeing.

Being supportive really suits me. To start with, I am a perfectionist who believes in working out on an activity to my level best while being perfect as possible. I believe in change and I am also naturally friendly. My perfectionist character was revealed in high school where I aspired to excel in all the subjects that I undertook. As the head student, I believed in helping other students realize their potential. Moving on to college, I was also a leader of the basketball team. My supportive trait was evident in the positive relationships that I developed with my teammates and with the commitment I showed while practicing and playing. I managed to influence my teammates positively, with the result that we reached the national finals. My supportive behavior has been portrayed not only in my school life but also at home and at work. I would say that other than being supportive, I am also a source of inspiration. I love encouraging the people around me so that they can realize their true potential in life. I am quite certain of this trait because other than aiming to become a supportive and effective leader in the future, I would also like to major in counseling so that I can inspire a lot more people in various facets of their lives.

There are several general insights about the supportive (S) type of personality. In my opinion, people with a supportive personality like me are stable, steady and predictable. In addition, they are sympathetic with others, understanding, listens well, friendly, even-tempered and they are quite generous with their loved ones. Also, as people with a supportive personality, we prefer close and personal relationships and we are very open with our loved ones. However, at times, we are very possessive and we like to hold our loved ones close. Referring to these insights, to become an effective leader, there are two key areas which I need to develop. First, I believe in change. However, hen change is occurring, I adjust best when I am given enough time to adjust and an explanation of why the change is occurring. Thus, I would like to develop a swift habit of adapting to change. Second, I am a person who avoids conflicts at all costs and sometimes I hold grudges when I experience frustrations and resentments instead of facing issues head-on. My intentions are usually based on pleasing others and this makes it difficult to say NO to someone or when establishing priorities. I would like to improve these behaviors in order to become an effective leader. 

In my experience, I have learned that I am an ambitious person who tries to be perfect at work. I am a person who can be relied and depended on by teammates. I am patient and listen to every person keenly and like to work with everyone harmoniously. In case of any conflicts with my teammates, I strive for consensus and try as much to reconcile conflicts. I am committed and very good in multi-tasking and I strive towards seeing all tasks completed successfully. These are strengths which I consider very impactful and I truly believe that they can influence my communication and leadership style positively especially when I am working along with ambitious and vibrant teammates. They can assist me to become a leader who communicates expectations to the employees as well as giving quality feedback and they can help me become a leader who supports employees in the completion of tasks. For instance, in our second week of my internship, I was made the leader of a team of six. It was a competition and the main work of my group was to collect data about employability rates of ex-offenders. Through combining my strengths, I encouraged every person in my team to put their full potentials while showing commitment to complete the task. Whenever we had conflicts in the group, I ensured that we solved them harmoniously. Through to the end of the task, my team was motivated by the positive relationships I had created. After completion, our work was rated as the best. 

There are five basic components of emotional intelligence namely; self-awareness, self-regulation, motivation, empathy and social skills. Basically, emotional intelligence is all about knowing how to manage and control owns emotions and for those around you. Leaders with a high degree of emotional intelligence are considered effective since they know their emotions and how they can affect people around them (Batool, 2013). I struggle in social skills. However, this does not mean I am a poor communicator. It means that I am open to hearing good news but very sensitive to bad news in performance. I am rarely satisfied when I have pending tasks. However, I have empathy as I like putting myself in another person’s position, in addition to also helping people circumvent through difficult situations. I like motivating people especially in a tasks and I am self-regulated as it is very rare to find me attacking others verbally or making rushed decisions. In terms of self-awareness, I am acquainted with my strengths and weaknesses thus, I am able to control my emotions. 

According to Oc and Bashshur (2013), followership refers to a person’s ability to take a good direction, get behind a program, become part of a team and deliver what is expected of you. I am a dynamic follower who is focused and team-oriented. Over the past seven years, I have had the privilege of working under two dynamic leaders. These are SM, president of Adult Wellbeing Services, and JM, a pastor. They two leaders are highly effective, function under pressure and remain positive in every situation. I worked with SM as her project manager. She is highly organized, a detailed planner and communicates her expectations. In keeping with her intricate planning habit, I started preparing a list of priorities whenever a new project came up. I shared information with her for better and informed decisions and also so that I could become an effective follower. I was able to work without any supervision, and completed tasks before they were requested. 
JM and I grew in our local church. Soon after he became a pastor, he requested me to be his trustee and later worked as his financial secretary. I had the same commitment as he had in ensuring all work and the ministry functioned as planned. To become an effective follower, I should control my ego to become more honest with my leaders. In support of the leaders around me, I should avoid being judgmental and show be more loyal. Being a confident and effective communicator are two key qualities that would prepare me to lead in a virtual setting. 

Part B
Self-Reflection
In the past 7 years, my personality has not changed, rather, it has improved. Mus supportive personality characterized by being friendly, warm, helpful and kind has moved a step higher as I am now inspiring. Having worked with JM and SM has made me become focused and team-oriented. I concentrate more on improving the potentials of a person in order to achieve the best results possible in a task. My strengths have as well improved. I am more committed to what I do. Whenever I am working on an activity, I am not only determined to complete it but also ensuring that I do so with excellence. In most of my workplaces, I have been ended up leading many projects on account of my commitment. For instance, while working with SM, despite being her project manager, I was also a counselor. In this capacity, I helped and directed other employees maneuver through their potentials and improve their performance. 
Throughout my experience in recent years, I have improved my emotional intelligence. I have also improved my social skills, an area that I struggled with previously. I avoid being judgmental and before I make decisions, I try to assess a situation in another person’s point of view. Motivating other people has been a major improvement. While working in Adult Wellbeing Services, I would often motivate my colleagues to work at their level best and not only improve their performance but also to satisfy our clients. However, I can say I used to be a follower more than a leader. With learning and experience, I have become an effective leader who observes all traits of leaders and dynamic followers. My competencies, of clarifying expectations, focused on results, investing in relationships and building trust with my teammates defines me as a valuable virtual leader. 
Leadership Action Plan 

To improve my leadership skills, I need to be more committed, control and manage my emotions effectively and avoid making rushed decisions. I have gained most learning from observing various leaders in places I have worked. As such, I see the potential for growth in becoming an effective leader. I aspire to be the managing director of a large multinational company and in preparation for this, I believe the best way is to find a role model whom I can emulate in terms o his/her leadership traits. If at all I am to become an effective leader, I need to develop my decision making and communication abilities. To accomplish this, I need to engage myself in activities which require critical thinking and participate more in meetings to improve my communication. These are actions which require commitment and consistency. I would need support from my colleagues and family members. A challenge that I might encounter is having unsupportive people around me who oppose my opinions.
Conclusion


Throughout the evaluation, I have learned that I am a supportive leader who is friendly, warm, helpful and kind. I am a result oriented person who is committed to achieving the highest performance in an activity. I value teamwork and invest in forming positive relationships with my teammates. I am an ambitious, patient and a leader who listens to everyone’s opinion before making decisions. I strive for consensus and try as much as possible to reconcile conflicts, communicate expectations to the teammates and give quality feedback.
References

Anusic, I., & Schimmack, U. (2016). Stability and change of personality traits, self-esteem, and well-being: Introducing the meta-analytic stability and change model of retest correlations. Journal of Personality and Social Psychology, 110(5), 766.

Batool, B. F. (2013). Emotional intelligence and effective leadership. Journal of Business Studies Quarterly, 4(3), 84.

Di Fabio, A., & Saklofske, D. H. (2014). Comparing ability and self-report trait emotional intelligence, fluid intelligence, and personality traits in a career decision. Personality and Individual Differences, 64, 174-178.

Hackman, M. Z., & Johnson, C. E. (2013). Leadership: A communication perspective. Illinois: Waveland Press.

Komives, S. R., & Wagner, W. (Eds.). (2016). Leadership for a better world: Understanding the social change model of leadership development. New Jersey: John Wiley & Sons.

Mischel, W. (2013). Personality and assessment. London: Psychology Press.

Morey, L. C. (2014). The personality assessment inventory. In Personality assessment (pp. 193-240). New York: Routledge.
Nawi, N. H. M., Redzuan, M. R., Hamsan, H., & Asim, I. A. (2013). Model Fitness on Emotional Intelligence, Personality Trait and Leadership Behavior on Job Performances. Jurnal Teknologi, 61(1).
Oc, B., & Bashshur, M. R. (2013). Followership, leadership, and social influence. The Leadership Quarterly, 24(6), 919-934.

Wong, C. A., & Laschinger, H. K. (2013). Authentic leadership, performance, and job satisfaction: the mediating role of empowerment. Journal of advanced nursing, 69(4), 947-959.

Yahaya, R., & Ebrahim, F. (2016). Leadership styles and organizational commitment: a literature review. Journal of Management Development, 35(2), 190-216.
Zahoor, Z., & Khan, S. J. (2018). Leadership Style and Organizational Outcome. Journal of Management and Human Resource (JMHR), 1, 114-137.
